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This thesis examines one way in which the U.S. Coast
Guard can help facilitate the transition of personnel being
transferred on PCS moves. Specifically, it focuses on the
Sponsor Program and the anticipatory socialization of the
member being transferred. A description of each of the other
military services' Sponsor/Indoctrination Programs is included,
as well as some of the relocation programs used in the civil-
ian community. The results from a survey of a sample of Coast
Guard units provide information on the reactions and feelings
of Coast Guard personnel towards the Sponsor Program, and
provide empirical support for theoretical propositions about
links between the Sponsor Program, transition smoothness and
job satisfaction. In the concluding chapter, the author makes
recommendations for how the Coast Guard can improve the
Sponsor Program and potentially increase both job satisfaction
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In the past few years retention of military personnel
in the U. S. Armed Forces has become a top priority matter.
Military people have been leaving the nation's armed services
at an alarming rate, with an ever increasing number deciding
to get out after they have already served anywhere from 4
to 15 years. As a result, critical personnel shortages are
present in all of the services. The U. S. Navy, for example,
has a shortage of 20,000 qualified petty officers [Maze,
1980] o Likewise, the U. S. Army lacks more than 8,500 non-
commissioned officers, the Marine Corps is short approximately
7,000 pilots and technicians, and the Air Force is short
approximately 3,000 pilots and engineers [Abrams, 1980], The
Coast Guard too has experienced this problem. On 3 April 1980,
a U. S. General Accounting Office (GAO) report entitled The
Coast Guard - Limited Resources Curtail Ability to Meet
Responsibilities , was released which stated that the retention
rate for Coast Guard personnel ending their first enlistment
dropped to 15.8% in 1979, compared to 28.6% in 1976 [U. S.
General Accounting Office, 1980] . The report also stated that
the retention rate for those personnel finishing second or
later tours dropped to 64.8% in 1979, compared to 87.5% in
1976. This large loss of the people who would normally be
considered "career oriented" (those who have already re-enlisted

once) has caused a rapid decline in the experience level of
the Coast Guard's middle and senior enlisted ranks. By the
end of 1980 approximately 4 8% of the Coast Guard's enlisted
personnel will have less than two years experience, which
will undoubtedly have an impact on the effectiveness of the
Coast Guard to carry out its many and varied missions [U. S.
General Accounting Office, 1980]
.
Numerous articles, papers, studies, etc. have been pub-
lished in the last couple of years concerning the possible
factors contributing to the military's retention problem.
Just some of the factors that have been mentioned are low
pay, a decrease in military benefits, too long of working
hours, extended separation from family, and frequent changes
of duty station (transfers) . In this thesis, the author is
concerned with the last factor just mentioned: the transfer
of personnel.
Probably more unique to a military unit than any other
organization is the high turnover rate of its personnel due
to transfers. Personnel transfers are an accepted part of
military life. Anyone who has served in the armed forces has
experienced having to pack up, move, and start anew in a
different setting every few years. For many people anxiety,
frustration, and stress accompany this period of transition.
In addition, transfers not only affect the military member,




B. SCOPE OF THE THESIS
In this thesis the actions that are taken by the U. S.
Coast Guard to ease this period of transition are examined.
Specifically, it focuses on the Coast Guard's Sponsor Program.
The Sponsor Program is a program under which an individual,
upon receipt of permanent change of station (PCS) orders to
a new duty station or unit, is assigned a person from the new
i
unit to serve as a "sponsor" to assist the new member in making
the move from the old unit to the new unit. While the Sponsor
Program does not cover the entire transition period, it is
focused on the first critical phase - the anticipatory social-
ization phase [Merton, 1957; Van Maanen, 1976] . This is the
period of time beginning when people get their orders and
lasting until they arrive at their new duty station. This
phase does not include the part of the transition period that
occurs after the people arrive at their new duty station.
The author proposes that by using the Sponsor Program,
information can be provided to a person being transferred
which will result in a smoother and easier move from one duty
station to another. It is also proposed that the easier the
move is, the more satisfied the individual will be with the
specific job and with the military as a way of life. This
can be of vital importance, especially in light of the reten-
tion problems that exist today within the U. S. Coast Guard
and the other military services.
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It is the author's aim to provide (1) both theoretical
and empirical support for the Sponsor Program and its link to
transition smoothness, job satisfaction, and retention, (2)
an evaluation of the present Coast Guard Sponsor Program,
and (3) some recommendations for improving the Sponsor Program.
C. ORGANIZATION OF THE THESIS
In Chapter II, the literature on "career transitions" is
reviewed and its relationship to the Sponsor Program discussed.
This is followed in Chapter III with a look at the other major
military services * Sponsor/Indoctrination Programs and relo-
cation programs and services utilized by the civilian sector.
Chapter IV describes the Coast Guard's Sponsor Program and a
few of the other Coast Guard programs (both already in effect
and proposed for the future) designed to ease the relocation
of its members due to transfers.
Chapters V and VI focus on a survey which was sent out to
a sample of Coast Guard units to collect information on the
actual use of the Sponsor Program. In addition, the survey
collected information on the reactions, attitudes and feelings
of Coast Guard personnel towards the Sponsor Program (both at
the Commanding Officer level and at the individual level)
,
which could be used to assess the relationship between the
many different aspects of the Sponsor Program and transitions
in general. Chapter V discusses the survey itself - why and
how it was done. In Chapter VI the findings and the results
of analysis of the data obtained from the survey are presented.
12

In Chapter VII the author then presents some conclusions
based on the information and data discussed in the first six
chapters, and provides some recommendations for improving
the Coast Guard Sponsor Program.
In his 1980 "State of the Coast Guard" address, Admiral
John B. Hayes, Commandant of the U. S. Coast Guard, stated
several specific goals he hoped the Coast Guard could accom-
plish in the next few years. The first goal was "to make
major improvements in the quality of life for . . . [Coast
Guard] people as well as improving job satisfaction and
career opportunities . . . ." The Coast Guard "must retain
more of
. . .
[its] experienced people and thus help preserve
the professionalism the 80' s will demand" [The Bulletin ,
1980, p. 18] . It is hoped that this thesis will contribute
to the achievement of that goal by providing recommendations





In this chapter some of the literature on career transi-
tions will be reviewed. This will be followed by a discussion
of the relationship between the literature and theory and the
Sponsor Program itself. Chapters III and IV will then focus
on specific types of Sponsor and Relocation Programs as they
exist in the military and civilian sectors.
In the first part of this chapter a definition of "career
transition" and a discussion of the factors that may affect
it will be presented. Next, a description of the three main
phases in the transition process will be reviewed, followed
by a more in-depth look at the initial phase and its relation-
ship to the Sponsor Program.
A. GENERAL
In the past 50 years, the norm of holding one job
or remaining with one work organization for life has
given way to a pattern of periodic job changing [Louis,
1980b, p. 329],
Most working people today change jobs several times in
their lifetime. A "career transition" can be defined as the
period of time during which an individual is changing his
occupation or job - starting from when an individual knows
he will be leaving the old job, and ending not when he arrives
and begins his new job, but when he is successfully integrated
into the new job and accepted by the organization.
14

The duration of this period will vary depending upon the
person making the transition and the amount of difference
experienced by the transitioner between old and new jobs
[Louis, 1980b], For example, it is generally accepted that
it takes longer to complete a transition to a strange and
unfamiliar job than to one that is familiar or similar to
the last job.
Individuals and organizations both have certain needs.
For an organization, there are the needs to recruit, hire,
manage, train, and develop human resources in order that the
organization can maintain its effectiveness, survive, and grow,
For an individual, there are needs to find work which can pro-
vide security, challenge, and opportunities for self-growth
and development [Schein, 1978] . The length of the period of
transition will vary also depending upon how well both the
transitioner ' s and organization's needs have been met. If
both the individual and the organization are aware of each
other's needs, they can work together to help meet the other's
needs as well as their own. If the needs of both the individ-
ual and organization can be met, "both the organization and
the individual will benefit - increased productivity levels,
creativity and long-range effectiveness for the organization
and job satisfaction, security, optimal personal development
and optimal integration of work and family for the individual"




As an example, the new organization must be aware that the
needs of individuals are derived "not only from the individual's
working life, but also, from the interaction within the total
•life space' issues of work, family, and self-development"
[Schein, 1978, p. 17] . The new organization must realize that
it must not only take into account the individual, but also the
people who play a major role in his/her life - the spouse, the
children, etc. Job changes cause significant stress for both
the transitioner and his/her spouse [Dohrenwend and Dohrenwend,
1974] , and unless the family needs of the transitioner are at
least minimally met, the transitioner will not become an effec-
tive worker because he/she will be emotionally pre-occupied
with family issues.
Personnel and family constraints cannot be viewed as
unrelated to work concerns. People do not live neat,
compartmentalized lives in which each separate concern
operates within a closed system [Van Maanen, Schein and
Bailyn, 1977, p. 5]
.
Schein [1978, p. 53] also states that:
The most important point to be noted ... is that
marriage and parenthood involve major commitments to
other people and that these commitments impose constraints
on the person far beyond those imposed by a job or career.
The length of the period of transition will also depend
upon how well the expectations of both the individual and the
organization have been matched. Just as individuals and
organizations both have certain needs, they both also have
certain expectations concerning the transitioner ' s entry into
the organization. False expectations occur when the expecta-
tions of the transitioner do not correspond to those of the
16

organization. By matching the transitioner 's expectations
with those of the organization the build-up of false expecta-
tions by the transitioner can be kept to a minimum. The fewer
false expectations that exist on the part of the transitioner
the less of a "reality shock" [Hughes, 1958] the transitioner
will experience upon entering the organization and the quicker
and easier the transition may be.
B. ORGANIZATIONAL SOCIALIZATION PHASES
The term "organizational socialization" is used to
describe the process by which a person making a career/job
transition is taught and/or "learns the ropes" of an organi-
zation [Schein, 1968; Van Maanen, 1976; Van Maanen and Schein,
1979] . It is the process by which an individual acquires the
social knowledge, skills, and abilities necessary for assuming
a job and for participating as an organizational member. As
is shown in Figure 1, this "organizational socialization"
period can be broken down into 3 distinct phases or stages.
1. Phase One
The first phase has been labelled the "anticipatory
socialization" phase [Van Maanen, 1976], the "getting in"
phase [Feldman, 1976], the "pre-arrival" phase [Porter, Lawler
and Hackman, 1975] , and the "entry" phase [Schein, 197 8]
.
Although each author has a different name for this initial
phase, all refer to the same period of time: the period
prior to actual entry into an organization in which an indiv-
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The only slight variation to this is Schein's "entry" phase
which also includes the individual's actual entry into the
organization. The basic theme throughout the literature on
this initial socialization phase is that of "expectations."
It is during this phase that transitioners develop desires
and expectations about their new job and/or position. The
transitioner 's "success depends upon the extent to which the
aspiring member has anticipated correctly the expectations
and desires of the organization" [Van Maanen, 1976, p. 84]
.
If during this period the transitioner does not have realistic
or enough information on which to base his/her expectations,
false or unrealistic expectations on the part of the transi-
tioner may result. These unrealistic expectations "may be a
source of tension and possibly a major obstacle in the social-
ization process" [Van Maanen, 1976, p. 98]. The more accurate
information that a person receives during this phase concerning
what to expect in the new organization the better he/she will
be able to cope with the new job [ilgen and Seely, 1974] and
the smoother the socialization process will be.
One method used during the anticipatory socialization
phase to promote more realistic pre-entry job expectations is
Realistic Job Preview (RJP) . RJP is designed to increase job
satisfaction and reduce "subsequent unnecessary turnover
caused by the disappointment of initial expectations inflated
by traditional recruitment" [Wanous, 1980, p. 41]. The
approach that many organizations use when presenting themselves
19

to potential or new members is the traditional approach of
"selling" the organization. This "selling" of the organiza-
tion "involves two actions: (1) only positive characteristics
are communicated to outsiders rather than those things
insiders find dissatisfying about the organization, and (2)
those features that are advertised may be distorted to make
them seem even more positive" [Wanous, 1980, p. 34-35], This
i
approach is designed to attract as many people as possible.
What this practice does, however, is inflate the person's
expectations of their new job or organization with the result
that after the person arrives in the new organization he/she
becomes very disappointed because their expectations cannot
be fulfilled.
Rather than "selling" the job or organization, RJP
provides the new member with "all pertinent information with-
out distortion" [Wanous, 1980, p. 37] . RJP describes the job
or organization in factual, rather than idealized, terms.
This provides the new member with a "truer" picture of just
what to expect in the new job or organization. This leads to
more realistic expectations on the part of the transitioner.
Wanous [1977J has found that this realism is negatively
associated with turnover.
One explanation for the effect that RJP has on turn-
over is that RJP lowers the individual's initial expectations.
RJP tends to "vaccinate" the person against the negative
aspects of real organizational life - in other words, provide
20

the person with a small dose of organizational reality in
an attempt to lower initial expectations [Wanous, 1977, 1980].
These lower expectations are more likely to be met than are
higher expectations, met expectations lead to satisfaction,




The second phase, most commonly called the "encounter"
phase [Van Maanan, 1976; Porter, Lawler and Hackman, 1975]
begins at the time the transitioner first enters the organi-
zation. Other names that have been used to describe this
phase are the "breaking in" phase [Feldman, 1976], and the
"socialization" phase [Schein, 1978] . It is during this phase
that the transitioner will actually experience "reality
shock" [Hughes, 1958; Van Maanen, 1976] , the amount depending
largely upon the degree to which the transitioner has correctly
anticipated the expectations of the organization. Although
some amount of "reality shock" is to be expected in any tran-
sition, too much can have a negative effect upon the transi-
tioner if he/she is unable to adapt to or to accept the
differences between his/her expectations and reality. This
could lead to a lack of commitment, lack of loyalty, lack of
job satisfaction, or ultimately resignation by the transitioner
This phase also includes what the transitioner does
to cope and adapt to the new organization and work setting.
It involves learning the "ground rules under which everyday
21

conduct is managed" [Van Maanen and Schein, 1979, p. 212] .
Learning what has to be done to make it in the organization,
how to get along with people in the organization, and how to
do one's job correctly are all included in the "encounter"
phase.
3. Phase Three
What constitutes the third and final phase of organi-
zational socialization differs depending upon the author
cited. It has been termed the "settling in" phase [Feldman,
1976] , the "change and acquisition" phase [Porter, Lawler and
Hackman, 1975] , "metamorphosis" [Van Maanen, 1976] , or the
"mutual acceptance" phase [Schein, 1978]
.
Feldman' s final phase "settling in" is concerned with
the period of time that a person is involved with the resolu-
tion of two important conflicts that always seem to arise
during a transition. "The first is how work life in the new
organization fits in with one's life interest outside of work,
The second is how the newcomer resolves all the varieties of
conflict at the work place itself" [Wanous, 1980, p. 175]
.
According to Feldman [1976, p. 77] , once a transitioner "has
entered an organization and come to some tentative resolution
of adjustment problems in his/her own work group," he will
then be able to resolve the two conflicts mentioned, at the




Porter, Lawler, and Hackman's final phase in the
organizational socialization process is called "change and
acquisition." Following entry into the organization, a
transitioner undergoes four areas of change to become fully
integrated into the organization. First, the transitioner '
s
self-image is altered. "This depends on the age and previous
working experience of the newcomer. The younger and less
experienced someone is, the greater the change in self-image
during socialization" [Wanous, 1980, p. 177]. Second, the
transitioner will form new relationships inside of the new
organization. Third, the transitioner will adopt new values.
And finally, the transitioner will acquire a new set of
behaviors based on his/her experiences and observations in the
new organization. When the transitioner has experienced
these changes, he will have completed the organizational social-
ization process.
According to Van Maanen, "metamorphosis" marks the
passage of the transitioner from being a newcomer or outsider
to being an insider. "Metamorphosis" is thus more a state of
being than a phase [Louis, 1980a] . After a certain time in
an organization (the length of which will vary depending upon
the individual and the organization) , certain formal and
informal events occur that demonstrate to the transitioner
that he/she has been granted full-fledged membership into the
organization. Once the transitioner has experienced these
23

events, he is accepted as an insider by the organization and
the transition process is considered complete.
Such transitions may involve the giving of title,
extra rights, or the sharing of information which
previously had been withheld. Thus, these events
celebrate a sort of individual metamorphosis. They
signify that the member now has the skills, knowledge,
and motivation to occupy a particular role [Van Maanen,
1976, p. 101]
.
Schein's final phase, "mutual acceptance," is very
closely related to Van Maanen' s except that Schein's phase
includes the actual events and various processes that take
place in granting full-membership to the transitioner
.
"Mutual acceptance" thus is the time period that immediately
follows the "encounter" phase but immediately precedes Van
Maanen 's state of "metamorphosis." Upon completion of
"mutual acceptance," the transitioner will have made the
transition from newcomer to insider and reached the state of
"metamorphosis" with the organization. Schein says that a
psychological contract is formed between the organization and
the transitioner during this phase, and that this informal
contract signifies the mutual acceptance of each other.
Through various symbolic and actual events - positive perform-
ance appraisal, salary increases, new job assignments, sharing
of organizational "secrets," initiation rites, promotions,
etc. - the organization communicates to the individual that
he/she has been accepted. The individual, in turn, communi-
cates through certain actions - deciding to stay in the organi-
zation, having a high level of motivation and commitment,
24

showing a willingness to accept a certain amount of undesir-
able work - that he/she has accepted the organization. Only
when this psychological contract has been completed does the
transitioner become a fully accepted member of the organiza-
tion. The completion of this phase signifies "that there is
enough of a match between what the individual needs and
expects and what the organization needs and expects to
continue the career in that organization" [Schein, 1978. p.
82] .
This section has reviewed the three phases of the
organizational socialization process - the "anticipatory
socialization" phase, the "encounter" phase, and the "settling
in" or "metamorphosis" phase. It should be pointed out that
the length of each of the phases mentioned is primarily based
upon events that occur, rather than just upon the passage of
time. This is so because although each transitioner must go
through the events of each phase to progress to the subsequent
phase, each transitioner will do so at his/her own pace. Upon
completion of the three phases, the individual will have made
the transition from "outsider" to "insider" and become an
integrated member of the organization.
C. ANTICIPATORY SOCIALIZATION AND THE SPONSOR PROGRAM
The "anticipatory socialization" phase, or pre-arrival
phase, is extremely important because, as was pointed out
earlier in this chapter, it is during this phase that the
25

transitioner develops needs , desires, anxieties and expecta-
tions concerning his new job and organization. "The kinds
of expectations and general background a person brings to the
organization will be a major factor in determining how he
reacts to the organization" fR. Hall, 1977, p. 115]. While
the new organization cannot do anything with regard to the
background, knowledge and previous experiences held by the
transitioner once the transitioner has been selected for
the job, it can play a significant role in the determination
of expectations and in the reduction of the amount of "reality
shock," frustration, and anxiety the transitioner will experi-
ence. It should be mentioned at this point that all anxiety
is not considered bad - some amount of anxiety might actually
be good or beneficial depending upon the individual. It is
when there is "excessive" anxiety that it is considered to be
detrimental to the individual. Thus, as used here, anxiety
means "excessive" anxiety.
For the military, one way in which the anticipatory
socialization process is facilitated is by the Sponsor Program,
Each of the military services (i.e., Navy, Army, Marine Corps,
Air Force, Coast Guard) has their own specific Sponsor Program,
Although each of the Sponsor Programs differ in requirements
and procedures, all do have the same basic purpose. Through
the Sponsor Program someone who is being transferred to a new
duty station or unit is assigned a person from the new unit
who can provide information and assistance to help the new
26

member in making the transition from his old unit to his new
unit. Inherent in the Sponsor Program is the belief that by
assigning a sponsor from the new unit (i.e., an "insider")
to help and assist the new member, the transition will be
smoother, easier, and more enjoyable for that new member.
The Sponsor Program provides the trans itioner with a means
of obtaining information in advance of his actual arrival at
his new job or unit. This author feels the Sponsor Program
can help in both establishing realistic expectations on the
part of the transitioner and in reducing the anxiety level of
the transitioner by providing a means by which the transitioner
can receive information on not only job related matters but
non-job related matters as well (e.g., geographical area,
housing market, etc.). The transitioner undoubtedly has many
questions about what his new job will be like, what his working
hours will be, what he will be required to wear, etc. In
addition, he will most likely be curious as to what the new
location he will be living in will be like, what the housing
market is like, what the schools are like, what recreational
facilities are available, etc. From past experience it seems
clear to this author that the transitioner must attend to
family and personal matters as well as finding out about the
new job itself. Through the use of the Sponsor Program and
a sponsor from the new unit, the military transitioner can




Just as it is important for the transitioner to try and
find out as much information as possible, it is also important
for the new organization to provide that information and help
the transitioner in his move. Depending upon the amount and
type of information provided by the organization, the transi-
tioner will develop certain expectations about that organiza-
tion, his new job, etc. The less effort that the new
organization makes to provide the transitioner with accurate
and honest information on which to base his/her expectations,
the greater the chances that later on his/her expectations
will not be met. This could lead to a lack of job satisfac-
tion and eventually the loss of that person as a member of
the organization. Numerous studies have indicated a negative
relationship between satisfaction and turnover [Mobley, 1979].
For the military, the Sponsor Program can be used as a form
of RJP to ensure that transitioners have realistic information
about their new duty stations. Ilgen and Seely [1974] have
shown that new members can benefit from this type of informa-
tion at any time prior to actual entry into the organization.
One model of career transitions suggests that there are
two major categories of factors which contribute to the
quality of career transitions. These categories are:
(1) Individual Attributes, and (2) The Support Network
[Kayler, Froehlich and Reily, 1980]. The "Individual Attri-
butes" are a cluster of "internal" personal factors and
qualities that an individual brings with him/her into the new
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job setting/environment. These include: Maturity, Experience;
Technical Expertise/Competence; Cultural/Social Adaptability;
Religion; Mind Set; Individual Preparation; Physical Health;
and Sense of Humor. The "Support Network" is made up of
factors "external" to the individual which influence the
transitioner 's adaptation to the new environment and thus the
quality of the transition. These external factors are:
i
Family; Friend and Confidant; Peer; Organizational Preparation;
and Working and Social Climate. The factor "Working and Social
Climate" includes both the physical working conditions present
and the degree of social interaction permitted in an organi-
zation. As is shown in Figure 2, for a person making a tran-
sition, the Sponsor Program can provide a bridge between the
"Support Network" and "Individual Attributes." More specifi-
cally, the Sponsor Program can bring together the "Organiza-
tional Preparation" and "Peer" factors with the "Individual
Preparation" and "Mind Set" factors. "Organizational Prepa-
ration" and "Individual Preparation" are the actual steps the
new organization and the individual take, respectfully, to
prepare for the entry by that individual into the organization.
"Mind Set" refers to the attitudes, preconceptions, expecta-
tions, and apprehensions the transitioner has concerning the
new job and/or the people whom he/she will be working with.
"Peer" refers to the amount of support and assistance a person
receives from his peers in the workplace. An effective Spon-
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organization and transitioner can prepare for the transitioner '
s
arrival and entry into the new organization; (2) provide
information to the transitioner so that preconceptions and
expectations - Mind Set as it has been called here - represent
an accurate view of the new job or organization; and (3) provide
an initial peer link between the transitioner and the people
he will be working with in the new organization. An effective
Sponsor Program can thus facilitate the transition process for
both the new organization and the individual.
Another theory on career transitions states that "change,"
"contrast," and "surprise" all play a part in the transition
process [Louis, 1980a]. "Change" is defined as the set of
objective differences between the old and the new job.
"Contrast" also represents differences between the old and
new job - but is personally, rather than publicly, noted. It
is subjective in nature. "Contrast" is how the individual
personally defines the situation, and is not usually knowable
or predictable in advance. If two individuals were to undergo
the same transition, "change" would be the same for both, but
"contrast" would be different depending upon the individuals.
The third feature, "surprise," is the difference between a
transitioner 's anticipations about his/her experiences in the
new job and his/her subsequent actual job experiences.
"Surprises" can be both positive and negative. Figure 3
illustrates the relationships between "change," "contrast,"






















































































can assist the transitioner with both "change" and "surprise,"
but probably not "contrast." Although the sponsor cannot
actually do anything to affect "change," he/she can provide
advance information to the transitioner on the new job (i.e.,
working hours, procedures, requirements, etc.) which can help
make the transitioner aware of the objective differences
between the old and new job. The sponsor, or "insider" with
respect to the new organization, can also provide information
to avert or reduce the number of negative "surprises." Louis
[1980a, p. 243] states that "insiders are seen as a potentially
rich source of assistance to newcomers in diagnosing and inter-
preting the myriad surprises that may arise during their
transitions into new settings."
D . SUMMARY
A "career transition" can basically be broken down into
3 phases: the "anticipatory socialization" phase; the
"encounter" phase, and the "metamorphosis" or "mutual accep-
tance" phase. The Sponsor Program used by the military
applies to the "anticipatory socialization" phase and is
designed to help prepare the transitioner for his entry into
a new duty station or unit.
A transitioner develops certain anticipations and expec-
tations about a new job or organization "to replace voids in
first-hand knowledge of the situation with best guesses of
what it might be like . . ." [Louis, 1980b, p. 336]. The
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Sponsor Program provides an "insider" from the new organization
or unit to help the transitioner get information that will
assist him/her in developing realistic anticipations and an
accurate "cognitive map" of the new job or organization.
One thing should be noted. No matter how many times a
person has previously been transferred, moved, or has made a
career/job transition, each new transition involves socializa-
tion into the new job, role, and setting [Louis, 1980a],
Just because a person has made a lot of moves does not neces-
sarily mean that they do not need any assistance or help in
making a transition.
The Sponsor Program for the military can be most effective
if the transitioner decides to use the services of the sponsor.
Even if the sponsor is not used, however, just by assigning
the transitioner a sponsor the duty station or unit has shown
an interest in the new member. This alone can have a positive
effect upon the transitioner [McAuley, 19 80] and his/her
feelings about the new job, duty station, or military service
as a whole. A lack of concern about the new member has been
shown to have a negative effect on a person's preconceptions
and attitudes toward the organization; while a positive effect
was found to be present when an interest was shown by the new
organization, regardless of the specific usefulness of the
information provided [McAuley, 1980]
.
The literature presented in this chapter suggests that
actions can be taken during the "anticipatory socialization"
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phase to help an individual have a smoother transition. It
is proposed that the Sponsor Program represents such an
action; and that the information it can provide the new member
(e.g., information on the new job, new unit/command, new
geographical area, etc.) can significantly effect the smooth-
ness of the transition of the military member. It is also
proposed that the smoother the transition is for the military
member, the more satisfied he/she will be with the military.
At this point, however, these are only assertions. Empirical




III. MILITARY SPONSOR AND CIVILIAN RELOCATION PROGRAMS
As was mentioned in Chapter II , the Navy, the Army, the
Marine Corps, the Air Force, and the Coast Guard each has
their own specific Sponsor Program. In this chapter each of
the other first four military services' Sponsor/Indoctrination
Programs and some of the relocation programs utilized by the
private sector will be presented. No attempt will be made
to evaluate these programs , only to present them as they
currently are. Chapter IV will then focus on the present
Coast Guard Sponsor Program.
A. PRESENT U. S. NAVY PROGRAM
1. Discussion
The U. S Navy Sponsor Program is outlined in the
Bureau of Naval Personnel Manual (BUPERSMAN)
,
page 18-20D,
section 1810580. (See Appendix A.) The BUPERSMAN specifi-
cally charges each unit commanding officer with the responsi-
bility for maintaining an effective Sponsor Program. The
Navy describes the purpose of their Sponsor Program "to
facilitate relocation and reception of members and their
families when transferred on permanent change of station
orders" [BUPERSMAN, p. 18-20D] . Although it is mandatory
that each unit have a Sponsor Program in effect, the actual
assignment of a sponsor to personnel ordered in is mandatory
only when at least one of the following situations exists:
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1) The new member is on initial permanent change of station
orders (i.e., orders for the first duty assignment following
recruit training, Academy, or Officer Candidate School);
2) The new member is on permanent change of station orders
to a duty station or unit outside of the 48 contiguous United
States;
3) The new member requests a sponsor be assigned, [BUPERSMAN,
p. 18-20D].
In other words, except for initial PCS orders and orders trans-
ferring a person to a unit outside of the continental United
States, the only time a sponsor is assigned is when the new
member requests one.
2. Action
Upon receipt of PCS orders, Navy personnel are
counseled by their present command concerning the advantages
of requesting and utilizing a sponsor from their next duty
station. The Commanding Officer must ensure that this
counseling is accomplished and, regardless of whether or not
the member requests a sponsor, that a Navy Sponsor Notifica-
tion Form (NAVPERS 1330/2) is completed and forwarded to the
new command. Appendix B is the Navy Sponsor Notification
Form. This form alerts the new command that the member has
orders to their command and whether or not the member desires
or is required to have a sponsor assigned. Occasionally time
constraints prevent the use of NAVPERS 133 0/2. In such
instances, the Commanding Officer is authorized to use other
more timely means to notify the receiving command (e.g.,
telephone, teletype messages, etc.).
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Upon receipt of NAVPERS 1330/2 indicating that a
sponsor is required or requested, the new command then sends
a speedletter to the new member providing the name, mailing
address, and both commercial and autovon telephone numbers
of the assigned sponsor. Again, should time constraints
prevent the use of a speedletter, other quicker means of
transmittal may be utilized.
Deployed units provide new members with information
concerning the family contact and assistance officer. The
family contact and assistance officer assists the new member
until the deployed unit returns by providing the services
necessary to help the new member get acquainted with the new
area, which may include such things as maps of the area and
local telephone numbers.
In addition to the above requirements, the new
command is authorized to take whatever action is deemed
appropriate to assist the new member and his/her family in
getting established. "Specific implementing actions, such
as communicating with the member to explain local conditions,
rendering assistance in relocating, on-site indoctrination,
and welcome of the member and family are left to the ingenuity
and initiative of each Commanding Officer" [BUPERSMAN, p. 18-
20D] . No specific Navy-wide guidelines or procedures are




The Navy publishes a handbook called Sea Legs which
is given to all Navy personnel upon their initial entry into
the service. This handbook was prepared to help Navy
personnel and their families overcome some of the hurdles
(e.g., Navy tradition, ranks and rates, naval jargon, etc.)
which can hinder having a smooth entry into the Navy family.
While the military member gets formally indoctrinated and
becomes familiar with Navy procedures and policies, the spouse
and family are overlooked in this indoctrination and only
learn what is picked up from the Navy member. Sea Legs pro-
vides a means by which the spouse and family can become better
acquainted with the Navy. Sea Legs is not intended to be all
inclusive, but serves as an initial source of information and
provides other sources and references to be consulted for any
further desired information. While Sea Legs is separate from
the Sponsor Program, it can be used in conjunction with it in
that it helps to provide the entire family with information
on Navy programs, benefits, and services available during
transfers or reassignments. Just a few of the areas discussed
in Sea Legs are:
History of the Navy
Structure of the Navy














How to tell Navy time
Naval Terms, Acronyms and Abbreviations.
B. PRESENT U. S. ARMY PROGRAM
1. Discussion
The U. S. Army Sponsorship Program is set forth in
Army Regulation No. 612-10 (AR 612-10) of 1 July 197 9 entitled
Reassignment Processing and Army Sponsorship and Orientation
Program . Chapters 1 and 2 address the processing procedure
and administrative paperwork to be done when an individual
receives orders, while Chapter 3 specifically addresses the
Sponsorship and Orientation Programs. (See Appendix C.)
AR 612-10 directs commanders to ensure that these programs
are established and maintained at all unit levels and that
all related actions are taken promptly.
As was mentioned, Chapter 3 of AR 612-10 outlines
both the Army Sponsorship Program (which relates to the
anticipatory socialization phase as described in Chapter II)
and the Army Orientation Program (which relates to the
encounter phase) . The Orientation Program establishes proce-
dures to be taken by unit commanders and supervisors after
the new member arrives at his/her new unit. It will not be
described here in detail. It should be mentioned, however,
that this program does exist but that it focuses on helping
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the new member adjust to the new working environment after
arrival at the new duty station, rather than helping him/her
from the time of receipt of transfer orders.
The objective of the Army's Sponsorship Program is
simply to assist personnel and their families in establishing
themselves at their new duty stations.
Through this program, commanders seek to create
favorable attitudes toward the organization by instilling
in the members a feeling of belonging. An effective
program will generate enthusiasm and high morale, and
will prevent misunderstandings [AR 612-10, 1979, p. 3-1].
The Army defines a sponsor as an individual specifi-
cally designated at the new unit to assist the incoming member
and his/her family "in making a smooth transition into the
unit and community environment" [AR 612-10, 1979, p. 3-1].
The assignment of sponsors is mandatory for almost all PCS
transfers for members in pay grades E-l through 0-6. There
are certain exceptions to this requirement, however, and these
are contained in Chapter 2 of AR 612-10. No mention is made
in the regulation regarding any policy for those personnel in
pay grades 0-7 and above.
Army headquarters is supposed to advise an individual
and his/her unit of any reassignment or transfer at least
4 months prior to the actual departure date. This time
period is felt to be essential by the Army, because any
"less time creates a hardship on the member and may cause




Upon receipt of orders for an individual, the losing
unit or duty station completes Parts I through V of Army Form
4787, entitled REASSIGNMENT PROCESSING, with the necessary
information being provided by the individual. This form is
forwarded to the new unit within 20 days after receipt of orders.
Form 4787 provides the new unit with background and personal
data on the new member, as well as information on the method of
transportation to be used when going to the new unit, preference
for government housing at new unit, and address and phone number
for the new member while on leave enroute to the new unit. New
members may also indicate any specific requests for information
or assistance in the remarks section. Pages 1 and 2 of Form
4787 are attached as Appendix D.
Within 5 days after receiving Form 4787 the new unit
appoints a sponsor for the new member. Part VI of Form 47 87
is filled out by the new unit when a sponsor is assigned.
Whenever possible the Army tries to assign a sponsor who
(1) is in a pay grade equal to or higher than that of the new
member, (2) is the same sex, marital status and specialty as
the new member, (3) is familiar with the local area and commu-
nity, and (4) has not received transfer orders or reassignment
instructions [AR 612-10, 1979],
The new unit is also required to send the new member
a welcome letter within 10 days after receiving Form 4787.
This letter (an example of which is shown in Appendix C) will
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as a minimum contain the new unit's address and telephone
number and responses to any specific requests made by the
new member on Army Form 4787. In addition, the Army recom-
mends that information be included in the letter regarding
such matters as availability of housing, location of the
Housing Referral Office, education facilities, vehicle
requirements, and medical and dental care facilities.
The sponsor also sends a welcome letter to the new
member, being sure to include the sponsor's work/duty
address and phone number. The sponsor provides any informa-
tion he feels is necessary but is not included in the new
unit's welcome letter. In addition, the sponsor advises the
new member that he/she will be met by the sponsor at his/her
point of arrival in the area. The sponsor can also offer
to assist in locating temporary housing, if necessary.
The new member answers any letters from the assigned
sponsor, advising the sponsor of CI) time, date, and point
of arrival at the new location, (2) expected departure date
from present unit, (3) present unit address and phone number,
and (4) leave address and phone number while enroute to the
new unit (optional) [AR 612-10, 1979].
The sponsor meets the new member upon arrival in the
area, accompanies the new member around the area and facili-
ties, and introduces the new member to his/her new supervisor
or commander. The new command/unit is required under AR 612-
10 to provide the sponsor with time off from his/her regular
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duties to help the new member get settled. This indicates
to both the new member and the sponsor the importance that
both the unit and the Army place on the Sponsorship Program
and its contribution to helping ease a new member's transition
into the new unit.
C. PRESENT U. S. MARINE CORPS PROGRAM
1. Discussion
The U. S. Marine Corps Personnel Sponsorship Program
is published in Marine Corps Order (MCO) 13 20. 11B of 4 October
1978. (See Appendix E.) The Marine Corps Sponsorship Program
establishes procedures whereby individuals being transferred
or reassigned may, if they so desire, request a sponsor from
their new unit or duty station. The Sponsorship Program is
thus an optional program for all Marine Corps personnel, but
provides a means by which new members can, if they wish, get
information about new duty stations and locations "far enough
in advance to aid them in planning the movement of their
families and household effects" [MCO 1320. 11B, 1978, p. 1]
.
2. Action
All Marine Corps personnel receiving PCS orders are
advised and counseled on the Sponsorship Program. If a
Marine then desires to participate in the program, he fills
out a Sponsorship Request Form (see last two pages of
Appendix E) and forwards it to the new duty station or command.
The Sponsorship Request Form provides the new duty station
with, background information on the new member so that a sponsor
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can be assigned. The last part of the form also allows the
new member to indicate specifically the types of information
and assistance he requires.
Upon receipt of the Sponsorship Request Form, the
new duty station assigns a sponsor of the same pay grade and
marital status as the new member. The unit Commanding Offi-
cer then sends a welcome letter to the new member, advising
the new member of the assigned sponsor and how he may be
contacted. The letter contains initial information about the
new duty station and encourages the new member to correspond
with the new command as well as with the assigned sponsor
[MCO 1320. 11B, 1978]. When the new member arrives in the
area the sponsor can meet the new member and help in familiar-
izing the new member and his/her family with the new duty
station and the local civilian area.
D. PRESENT U. S. AIR FORCE PROGRAM
1. Discussion
The U. S. Air Force Sponsor Program is outlined in
Air Force Regulation (AFR) 35-35 of 1 November 1976 entitled
Individualized Newcomer Treatment and Orientation (INTRO )
Program . The purpose of the Air Force's INTRO Program is
to provide guidance and procedures by which unit commanders
can "ensure that information and assistance are provided to
individuals so that they may become effective contributors
to their unit mission in the least possible time" [AFR 3 5-35,
1976, p. 1-1], The INTRO Program is a three-phased program
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which includes (1) Sponsorship, (2) Orientation, and (3)
Consolidated Newcomer Scheduling. The Orientation portion
of AFR 35-35 provides detailed procedures on how the new
command is to provide accurate information to new members
after arrival at the new unit about the base, mission, area,
unit and work center to which the new member is assigned.
The Consolidated Newcomer Scheduling portion describes a
procedure to help ensure the efficient and orderly adminis-
trative processing of new members. Although both of these
phases are somewhat related to the Sponsor Program, they both
occur after the new member arrives at the new unit and there-
fore will not be discussed further.
Each major Air Force installation has an INTRO Program
manager who oversees and manages all three phases of the
Program. Thus, while the INTRO Program manager may be heavily
involved with the Sponsor Program, he/she may also be involved
with the Orientation and Scheduling phases as well.
Chapter 2 of AFR 3 5-35 specifically deals with the
Sponsor Program. Appendix F includes Chapter 2 and the related
attachments of AFR 35-35. The objectives of the Air Force
Sponsor Program are to (1) minimize the difficulties and hard-
ships associated with personnel transfers, (2) provide individ-
ualized assistance to new members, and (3) show all new
members and their families that they are important and welcome
additions to the command [AFR 35-35, 1976, p. 2-1].
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Almost all Air Force personnel involved in PCS moves
are eligible for the Sponsor Program. Exceptions are those
personnel who are returning from overseas and separating or
retiring from the service, those personnel who will be
attending schools or universities, and those personnel going
to or between technical training centers for less than 20
weeks. Sponsors are mandatory for first-term enlisted
members and members who are notified of their transfer less
than 30 days before they are to depart. The program is
optional for all remaining eligible personnel; however, all
eligible personnel are highly encouraged to participate.
The Advanced Personnel Data System (APDS) is an Air
Force-wide computerized system that stores information on all
Air Force personnel. The computer is located in the Air
Force Personnel Center at Randolph Air Force Base in Texas.
Each installation has a remote terminal (usually either a
typewriter or CRT) to access the system.
Each Air Force base or installation is required to
have a designated 24-hour arrival point that "provides a
point of initial contact for new arrivals; particularly,
those who arrive after duty hours and may need assistance or
have personal problems" [AFR 35-35, 1976, p. 2-2], Twenty-
four-hour arrival point personnel can answer questions or
help the new member until the assigned sponsor can take over.
The 24-hour arrival point has on file a list of all incoming
personnel and their sponsors (if one is assigned) and can
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help the new member contact the sponsor if necessary. A
letter from the base commander is available at the 24-hour
arrival point for all personnel who make contact there. A
sample letter is contained in Appendix F. This letter
welcomes the new member and provides any information that
might be of immediate importance for the new member. A map
of the base or installation is also included.
2. Action
Upon notification of transfer of one of its members,
the present unit's personnel office calls in the member and
conducts a relocation interview. During the relocation
interview the member is advised that he/she has been
reassigned and any information applicable to the orders is
discussed. During this interview the new member is also
asked to provide his/her present mailing address and, as soon
as possible, his/her estimated departure date, address while
on leave, and estimated arrival date at the new duty station.
In addition, the member is asked whether or not he/she
requests a sponsor be assigned (if assignment of a sponsor
is not already mandatory) from the new unit.
If the member desires a sponsor, or if assignment
of a sponsor is mandatory, additional information such as
the number of people in the family (including the number of
children and their ages) , whether or not the new member is
already familiar with the new area, and whether or not guest
housing reservations will be needed, is recorded. The member
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also has the opportunity to ask for any additional informa-
tion or assistance that may be desired. The personnel office
then inputs all of this data into the Advanced Personnel
Data System (APDS) to be transmitted to the new unit.
The INTRO Program manager of the receiving installa-
tion then receives a printed output advising of the new
member and his transfer, and whether or not a sponsor is
requested or required. The information obtained from the
new member during the relocation interview is also included.
If a sponsor is not requested, the INTRO Program
manager advises the new unit commander of the new member.
The 24-hour arrival point is also notified so that the new
member's name can be put on the list of incoming personnel.
The unit commander then sends an official unit welcome letter
and sponsor kit (base information package) to the new member
within 7 days. The sponsor kit contains a map of the local
area, information about base and local facilities, information
on state and/or local vehicle registration, a base guide, a
base fact sheet, and any other pertinent information [AFR 35-
35, 1976] .
If a sponsor is mandatory or is requested, the INTRO
Program manager advises the unit commander of this. The unit
commander then assigns a sponsor within 5 days and advises
the INTRO Program manager of the name, grade, home address,
duty phone number and home number of the assigned sponsor.
Upon receipt of this information the INTRO Program manager
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enters it into APDS and it is transmitted back to the new
member. The INTRO Program manager also advises the 24-hour
arrival point of the new member's expected arrival and
assigned sponsor.
The sponsor then contacts the new member by personal
letter. In this letter, the sponsor includes, but is not
limited to: his/her duty and home telephone numbers;
information on what household goods are essential for the
particular geographical location; information on schools,
shopping facilities, churches, local housing; a mailing
address for the new member; and a statement letting the new
member know the sponsor will meet him/her upon arrival and
provide any assistance necessary [AFR 35-35, 1976] . Appendix
F contains a checklist for writing the sponsor welcome letter.
In addition to the letter, the sponsor also sends the new
member a sponsor kit Cdiscussed earlier) . If the new member
has not been contacted by the assigned sponsor before 30 days
of the scheduled departure date, the losing INTRO Program
manager advises the INTRO Program manager of the new unit of
this so that the sponsor can be reminded and can get the
letter off in time to do the new member some good.
The sponsor meets the new member upon arrival in the
area or at the 24-hour arrival point and assists the new
member in whatever way possible. In cases where the assigned
sponsor cannot meet the new member, volunteer substitute
sponsors are available and used as temporary escorts for the
new member until the assigned sponsor returns.
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In the assignment of sponsors, volunteers are used
whenever it is possible to do so. The most important point
is to pick someone who is willing and motivated to be sponsor.
Sponsors of the same marital status and pay grade are desired,




Each installation's INTRO Program manager is charged
with continuously evaluating and assessing the operational
efficiency of the Sponsor Program for that installation.
The INTRO Program manager administers questionnaires to new
members when they arrive at the new unit and are being
processed in. Appendix F contains a sample Sponsor Program
questionnaire that can be given to new personnel. Analysis
of the results of these questionnaires along with periodic
inspections by the INTRO Program manager of unit implementa-
tion is used to evaluate the efficiency of the program and
determine when changes may be necessary. The INTRO Program
manager is then required to periodically advise commanders of
the results of these evaluations [AFR 35-35, 1976]
.
E. CIVILIAN RELOCATION PROGRAMS
Sponsor programs as have been described so far are almost
non-existent in civilian companies and industry. A telephone
survey of 15 major companies indicated that not one had any
type of formal sponsor program in effect. (For a list of the
companies called and personnel interviewed, refer to Appendix
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G.) One company does have a similar type program for foreign
nationals who are transferred to this country, but the person
assigned to help the new member is for the most part just a
social sponsor. Another company has a program whereby it has
a Central Relocation Staff at its company headquarters where
trained personnel are assigned to assist the employee being
moved in whatever relocation matters are necessary. Each
employee being transferred by this company is assigned a
specific person, called an administrator, who will always be
his/her contact for matters concerning that move (e.g.,
temporary housing arrangements, real estate matters, shipment
of household goods, etc.). The company reports that even
though the administrator is not physically present to help
the employee being transferred, the program seems to be
working very well and the employees seem to appreciate the
fact that the company has assigned someone to help them during
the move.
Most of the companies contacted indicated that they do
encourage the employee being transferred to contact his/her
new place of work, but this is all done on an informal basis
and is not required. A few companies indicated that having a
sponsor assigned would not always be possible because many
of their transfers involved sending employees to geographical
areas where there were no other people from the same company
Ce.g., salesman going to a new area).
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What then do civilian companies do to assist their
employees when they are transferred? Almost 95% of the major
companies in the U. S. who transfer large numbers of personnel
each year have found that relocation assistance on 'real
estate matters is the most effective answer [Employee Reloca-
tion Council, 1980b] . Although real estate sales and home-
owner assistance is not directly related to a sponsor-type
program, it still falls in the anticipatory socialization
phase as something the company itself can do to help the
individual have a smoother and easier transition period.
Real estate sales is the largest single expense item in
the relocation of most people [Employee Relocation Council,
1979] . Realizing this, civilian companies for the past couple
of decades have been continuously increasing and improving
on the number of methods of real estate assistance to keep
employees satisfied and productive. The cost to the company
is often high, "but the savings are made in time and employee
morale" {Employee Relocation Council, 1972, p. 6],
The Employee Relocation Council (ERC) was established in
1964 by a few large companies to study and determine reloca-
tion policies and programs, practices, and trends. By the
use of questionnaires, surveys, and studies the ERC collects
data and information from its member companies to find out
just what the current status of relocation assistance is.
As of February 1980 there were 655 member companies [Employee
Relocation Council, 1980a] , with 390 of these being in the
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list of "Fortune 500" companies [Collie, 1979] . The ERC does
not collect data on whether any sponsor programs exist,
however, as these types of programs are just not prevalent
in civilian industry.
Currently most real estate relocation programs are con-
cerned with selling the employee's old home, with an ever
increasing number of companies now helping in the purchase
of the employee's new home also. Approximately 95% of all
member ERC companies presently assist their employees in the
sale of their old homes in one way or another [Employee Relo-
cation Council, 1980b] . Basically there are four types of
assistance programs [Employee Relocation Council, 1977, p. 10]:
1) In-House Purchase programs where the company or firm
buys the employee's home at the appraised value in order to
provide equity for the purchase of a new home by the employee
and also relieve the employee of any headaches and problems
that often arise when selling a home.
2) Third Party Programs where the company contracts with
an outside firm to buy and sell the employee's home. Under
this plan the problems associated with the sale of the home
are again minimized for the employee. In addition, under
this program the company does not have to worry about selling
the house itself as with the In-House Purchase program.
3) Guarantee-Against-Loss program where the company
provides the employee with a guaranteed amount based on the
appraised value. In this case, however, the company does
not purchase the employee's home, but makes up any differ-
ence between the actual amount the home was sold for and
the guaranteed amount should the guaranteed amount be greater.
4) Direct Reimbursement programs where the company simply
reimburses the employee for some or all of the direct selling
expenses associated with the sale of the old home. These
expenses may include commissions, prepayment penalties,




As was mentioned, some companies have also initiated
programs to assist the employee in the purchase of the new
home. The reimbursement of closing costs associated with the
purchase of the new home is one way in which this is being
done. Payment of a mortgage interest differential allowance
(based on the difference between the amount of the old
mortgage payment and the new mortgage payment due to higher
interest rates) is another popular program. Many companies
also contract with an outside firm to provide homefinding
services for their employees, which include assessing the
employees ' individual requirements and needs and then helping
in the homesearchto meet those needs.
Each of the above mentioned programs has its advantages
and disadvantages. But whatever program is selected by a
civilian company, the purpose is the same - to relieve the
employee being transferred of some of the burden, headaches,
and financial hardships that are associated with being
transferred.
F. SUMMARY
In this chapter all four of the other military sponsor
programs as well as some of the relocation programs available
in civilian companies were described. With respect to the*
military sponsor programs, only the Army requires the manda-
tory assignment of sponsors for all personnel under normal
circumstances involving a PCS move. The Navy, Marine Corps,
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and Air Force all have voluntary sponsor programs. The Navy
and Marine Corps instructions provide a guideline by which
the program is to be administered, leaving the actual imple-
mentation decisions up to each individual commanding officer.
The Air Force and the Army, on the other hand, each provide
in-depth instructions concerning the implementation of the
programs and detailed steps, duties, and/or responsibilities
for the sponsor, the new and old units, and the person who
is being transferred. Table I is a summary of the essential
features of each of the military Sponsor Programs. The Coast
Guard Sponsor Program is included in the table as it will be
discussed in the next chapter.
Employee relocation programs in the civilian sector were
shown to be directed more towards home selling and buying
and real estate matters rather than towards assuring that
someone from the new organization is specifically assigned
as a sponsor for the person being transferred. The general
consensus in civilian organizations seems to be that the
selling and buying of a person's home is the most difficult,
burdensome and expensive part of being transferred, and so
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IV. COAST GUARD SPONSOR AND RELOCATION PROGRAMS
In Chapter III all four of the other military sponsor
programs as well as some of the relocation programs available
in the civilian sector were described. In this chapter the
Coast Guard Sponsor Program and some of the other programs
utilized by the Coast Guard in the relocation of its members
will be presented. The present Coast Guard Sponsor Program
is a mandatory program under which all personnel on PCS orders
are required to be assigned a sponsor from the new unit. It
has only been recently, however, that the Coast Guard has
made the program mandatory - doing so after the program had
been in effect for almost 10 years.
A. HISTORY OF THE COAST GUARD SPONSOR PROGRAM
The Coast Guard Sponsor Program was originally established
on 8 January 1971 with the promulgation of Commandant Instruc-
tion (COMDTINST) 1700.2. The purpose of the Sponsor Program
as originally outlined was to provide information and assist-
ance to new members on permanent change of station orders in
order to facilitate the reception and settling in of those
new members and their families [COMDTINST 1700.2, 1971], The
use of a sponsor by a person being transferred was optional,
however, with the assignment of a sponsor by the new unit being
mandatory only when the member desired and requested one.
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The original instruction required that only District
Commanders and Commanding Officers of Headquarters units (and
not Commanding Officers of any other Coast Guard units) main-
tain a Sponsor Program. In addition, nowhere did COMDTINST
1700.2 define exactly what a sponsor was, or provide any
specific steps and/or actions to be completed by an assigned
sponsor.
COMDTINST 1700. 2A of 3 June 1974 cancelled and replaced
COMDTINST 1700.2 and (1) established certain requirements
for the mandatory assignment of sponsors, (2) provided some
broad guidelines to be followed by sponsors, (3) established
unit command responsibility for maintaining a Sponsor Program,
and (4) designated a standard form for use by transferring
units. Commanding Officers and Of ficers-in-Charge of all
Coast Guard units were now required to maintain a Sponsor
Program under which the assignment of sponsors was mandatory:
1) For all personnel on PCS orders to or from an overseas
unit, or to a unit that was scheduled to be deployed at the
time of the new member's arrival;
2) For all personnel on initial PCS orders (Academy gradu-
ates, OCS graduates, recruit training graduates)
;
3) For all personnel who desired and requested that a
sponsor be assigned [COMDTINST 1700. 2A, 1974].
COMDTINST 1700. 2A stated what whenever feasible the
sponsor assigned was to be of similar circumstances (i.e.,
same pay grade, same rating, same marital status, etc.) as
the new member. The assigned sponsor was now responsible for
contacting the incoming member (preferably by telephone) to
59

determine just what could be done to assist the new member
in the move and then providing the new member information
and assistance which would include, but was not limited to:
1) Housing availability
2) Availability of and arrangements for temporary lodging
3) Type and location of medical facilities
4) Information on public transportation
5) Information on commissary and exchange facilities
6) Location of schools
7) Information on recreational facilities
8) Any special clothing requirements for the geographical
area [COMDTINST 1700. 2A, 1974].
Under COMDTINST 1700. 2A the Navy Sponsor Notification
Form NAVPERS 1330/2 (which has already been described in
Chapter III) was designated for use by all Coast Guard units.
This form was to be completed for each member being transferred
and forwarded to the member's new duty station to alert the
new duty station that the member had orders to their command
and whether or not the new member desired or was required to
have a sponsor assigned.
COMDTINST 1700. 2B of 21 March 1977 replaced COMDTINST
1700.2A but was exactly the same except for some additional
instructions regarding personnel on initial PCS orders from
training commands. Training commands now were to provide a
description of the Coast Guard Housing Program and Coast
Guard Sponsor Program to all personnel before graduation to
ensure their familiarization with the programs.
The Sponsor Program was officially incorporated into the
Coast Guard Personnel Manual (CG-207) in Amendment No. 69 on
17 January 1978. Article 4-A-4 of the Personnel Manual, which
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is entitled Sponsor 'Service- , reads almost exactly like
COMDTINST 1700. 2B. Appendix H is Article 4-A-4 of the Coast
Guard Personnel Manual.
Finally, on 3 March 1980 the Coast Guard issued Commandant
Notice (COMDTNOTE) 11101 as ALDIST 069/80 making the assign-
ment of a sponsor by the new command mandatory for all
personnel on PCS orders. Appendix I is ALDIST 069/80. Appen-
dices H and I together represent the present Coast Guard
Sponsor Program.
B. RESPONSIBILITY FOR SPONSOR PROGRAM
Nowhere does the Coast Guard officially specify which
division, branch, or billet in Coast Guard Headquarters is
responsible for overseeing the Coast Guard Sponsor Program.
The responsibility for maintaining the Sponsor Program
presently has been assumed by Commandant (G-PS-7) , which is
the Housing Branch of the Personnel Services Division in the
Office of Personnel at Coast Guard Headquarters, Washington,
D. C. G-PS-7 has itself only been involved with the Sponsor
Program since around mid-197 8, when, upon completion of the
Bachelor Housing Study by G-PS-7, they determined that the
Sponsor Program was most closely associated with the activities
being done in the Housing Branch on housing referrals and
housing problems associated with the transfer and relocation
of Coast Guard personnel [LTJG Furlong, 1980] . Before that
time the job of reviewing and maintaining the Sponsor Program




No one billet or person, however, in G-PS-7 is designated
as being in-charge of administering the Sponsor Program
[LTJG Furlong, 1980] . Since each unit itself is responsible
for administering its own program, Headquarters makes policy
and promulgates directives on the program, but has never
designated a Sponsor Program "coordinator" or "administrator."
C. OTHER COAST GUARD RELOCATION PROGRAMS
In addition to the Sponsor Program, the Coast Guard has
recently initiated two other programs/services to assist
personnel in making moves associated with PCS orders. First,
the Coast Guard has adopted a new policy allowing permissive
orders for househunting trips. This policy allows for up to
five workdays of administrative (authorized) absence to search
for a new residence at the new duty station. While the indi-
vidual member must pay all expenses associated with the house-
hunting trip itself, the time off from work is not counted as
leave.
Second, the Coast Guard has arranged for commercial home-
finding services to be available at no cost to personnel who
are prospective home buyers at their new duty station. The
commercial firms providing these home-finding services act
as the Coast Guardsman's representative to real estate brokers,
These firms provide an unbiased overview of the entire housing
market in an area rather than just those homes listed with a
particular real estate firm. The home-finding firms are paid
through co-brokerage commissions and therefore do not cost the
Coast Guard member anything [COMDTNOTE 11101, 1980b].
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The Coast Guard feels that by using both of these services
the person being transferred can become familiar with the new
community and area earlier, thereby reducing househunting
time and the temporary living expenses and "headaches" that
go with it. Both of these relocation assistance programs
were outlined and promulgated in COMDTNOTE 11101 dated 2 April
1980 entitled Relocation Assistance Upon Transfer (see Appendix
J).
D. PROPOSED LEGISLATION FOR RELOCATION ASSISTANCE
The Coast Guard has also just recently finished the draft
of a proposed legislative package that would provide the
Secretary of Transportation with the authority to reimburse
Coast Guard homeowners for housing relocation costs they incur
when having to change duty stations. This bill would amend
Chapter 13 of Title 14, United States Code, by inserting an
entire new section entitled Relocation Assistance in the Code.
Under this section, funds would be appropriated to help
personnel with virtually every aspect of buying and selling
a home when transferred [LTJG Furlong, 19 80]
.
The features of this bill include (1) a third-party house-
buying program as was described in Chapter III, (2) the
reimbursement of home purchase costs at the new duty station,
and (3) a mortgage interest rate differential allowance (which
would provide relief for homeowners who are forced to move
and lose money by having to buy a home at a higher interest
rate}
. Appendix K is a copy of the proposed bill.
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Since the Coast Guard is under the Department of Transpor-
tation and not the Department of Defense, chances of the bill
being approved might be better than if one of the other
services had proposed it. The fact that the Coast Guard is
so much smaller in size and has less government housing avail-
able than the services in DoD could also help improve the
changes of getting the bill passed [CDR Chliszczyk, 1980] .
Federal civil service employees already have a relocation
reimbursement program, and the Coast Guard feels it should
too - especially since Coast Guard personnel do not have the
option of refusing transfer orders which threaten to cause
financial loss or hardship.
E. SUMMARY
The Coast Guard realizes that every member of the Coast
Guard has different needs that must be met upon being trans-
ferred. Some people might need little more than an informa-
tion package, while someone else might need extensive help
and information from someone already at the new duty station.
The Sponsor Program is designed to ensure that a person is
assigned to supply this help and information to the new member
For the most part the Coast Guard Sponsor Program is very simi-
lar to that of the U. S. Navy. The major difference is that
the Coast Guard program is now mandatory for all personnel on




In addition to describing the Sponsor Program, this chap-
ter has also presented a few of the other Coast Guard programs
(both already in effect and proposed for the future) designed
to help ease the relocation of members due to transfers.
Although these programs are not directly associated with the
Sponsor Program, they represent other things that can be done
in the anticipatory socialization stage to facilitate the
transition of the new member from the old job to the new job.
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V. SURVEY DESIGN AND METHOD
In order to gather data on military transitions and the
Coast Guard Sponsor Program, a survey was conducted from a
sample of Coast Guard units throughout the world. This
chapter discusses the survey - why and how it was done.
A. PURPOSE OF THE SURVEY
The survey was done to collect information on the actual
use of the Coast Guard Sponsor Program, and on the reactions,
attitudes, and feelings of Coast Guard personnel which could
serve as the basis for assessing the relationship between
the many different factors of the Sponsor Program and career
transitions in general (e.g., number of times a person has
had a sponsor, amount of information provided to the new
member, smoothness of move, satisfaction, etc.). In Chapter
II the theoretical underpinnings of the Sponsor Program were
developed. The information collected through this survey will
be used to test theoretical propositions about the Sponsor
Program and effectiveness and to assess the extent (past and
present) of Sponsor Program implementation in the Coast Guard.
B. QUESTIONNAIRE DESIGN
Two types of data-gathering techniques were initially
considered for surveying Coast Guard personnel - the
questionnaire and the telephone interview. In the selection
of one of these techniques two factors had to be considered:
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(1) the size of the sample to be surveyed; and (2) the geo-
graphical dispersion of the sample. The final sample was to
include 5 32 Coast Guard members at 133 Coast Guard units
world-wide. As a result, the questionnaire was considered
the most practical means to gather the desired data. The
questionnaire would not only be less expensive but would
also take less time than if telephone interviews were con-
ducted. In addition, while interviews do provide the oppor-
tunity for the interviewer to immediately follow-up and ask
for further elaboration on answers, there is a trade-off in
that when using interviews the interviewer, just by his/her
presence, can significantly influence what the respondent
will say - even if the interviewer does not consciously mean
to. The respondent may say what he/she thinks the interviewer
wants to hear, rather than what he/she really thinks. By
using a questionnaire, the respondent can feel free to express
his/her true feelings and opinions, without the fear that the
interviewer will not like or will not agree with his/her
answer
.
Two questionnaires were developed - one for the Commanding
Officer or Of ficer-in-Charge of the unit and another one for
unit personnel . Two different questionnaires were necessary
as only the Commanding Officer/Officer-in-Charge would be
able to provide the desired historical information on command
policy and implementation of the Sponsor Program. In addition,
since completion and return of the questionnaires was not
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mandatory, it was felt that the fewer number of questions
asked of the Commanding Of ficer/Of ficer-in-Charge, the better
the chances that he would complete the questionnaire.
Questions for the two questionnaires were developed, checked
for clarity and duplication, and then refined accordingly.
Each question was written so that the data gathered could be
easily coded for subsequent keypunching. There were two
categories of questions in the Commanding Of ficer/Of ficer-in-
Charge' s questionnaire: (1) those relating to Military Back-
ground, and (2) those relating to the Sponsor Program. There
were three categories of questions in the Unit Personnel
Questionnaire: (1) Military Background Information; (2)
Sponsor Program Information, and (3) General Background
(demographic ) Information.
The Military Background questions pertained to the military
variables and characteristics of the personnel surveyed.
Both questionnaires asked for information concerning pay grade,
type of unit to which assigned (i.e., ship or shore), location
of the unit, and how long the person has been stationed at the
unit. In addition, the Unit Personnel Questionnaire included
questions eliciting information on time in service, feelings
about the present unit/location, feelings about the military
as a whole, and the total number of PCS moves the person has
made.
The Sponsor Program questions on the Commanding Officer/
Of ficer-in-Charge Questionnaire pertained to the Commanding
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Officer/Of ficer-in-Charge' s knowledge and use of the Sponsor
Program before it became mandatory, and current feelings about
the Sponsor Program now that it is mandatory. On the Unit
Personnel Questionnaire, Sponsor Program questions elicited
information concerning: the number of times a sponsor has
been assigned; whether or not a sponsor was assigned from the
present unit; if, how, and to what extent the sponsor's
services were utilized; relationship of the sponsor to the
new member (e.g., pay grade and rating); amount of informa-
tion provided by the sponsor on the new duty station, new
job assignment, and new location; attitudes and preferences
towards the Sponsor Program as it is today; how easy the last
PCS move for which a sponsor was assigned was; and whether
or not the member has ever been a sponsor for someone else.
The General Background questions on the Unit Personnel
Questionnaire ask for demographic data - present marital
status, number of dependents, sex, age, and main racial or
ethnic group.
All questions on both questionnaires were "closed" except
for one "open-ended" question on each questionnaire. The
open-ended questions were included to help obtain as complete
a response as possible by providing the person surveyed with
a chance to make any additional remarks or comments about the
Sponsor Program.
There were four preliminary drafts of the questionnaire,
each draft refining and "cleaning-up" the questions. Before
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the final draft was approved, the two questionnaires were pre-
tested at Coast Guard Group Monterey, California. The pre-test
was conducted to ascertain if the questions were concise and
could be clearly understood. The pre-test also provided feed-
back to the author concerning whether or not the questions
covered the desired material. The pre-test revealed no prob-
lems with the directions for completing and returning the
questionnaire. The pre-test also did not reveal any problems
with the Commanding Of ficer/Officer-in-Charge Questionnaire.
It did, however, cause two questions on the Unit Personnel
Questionnaire to be revised. The final Commanding Officer/
Of f icer-in-Charge Questionnaire was a two-page, nine item
document composed of eight closed and one open-ended question.
A copy of the final Commanding Officer/Of ficer-in-Charge
Questionnaire is included as Appendix M. The final Unit
Personnal Questionnaire was a six-page document composed of
34 closed and one open-ended question. A copy of the final
Unit Personnel Questionnaire is included as Appendix N.
C . METHODOLOGY
The questionnaires were sent out to a sample of Coast
Guard units. The type of units/commands to be surveyed were
chosen by the author from the Coast Guard * s Standard Distri-
bution List CSDL) in order to ensure that a wide variety of
both shore and floating units were included in the sample.




The SDL provides a breakdown of all the different types
of shore and floating units, plus the actual number of units
there are in each type. For example, in the "Cutter"
(floating unit) section, there are 18 High Endurance Cutters,
16 Medium Endurance Cutters, 16 Harbor Tugs (Medium), 2
Lightships, and so on. Each of the different types of units
have their own SDL symbol which distinguishes them from all
of the other types of units . High Endurance Cutters , for
example, have the SDL symbol Aa, whereas for Lightships it
is At.
A 10% sample of Coast Guard units was desired. Using the
SDL of 1 April 1980, a sample of 133 units was drawn from a
total of 1235 Coast Guard units (this does not include Reserve
and Auxiliary units), resulting in a final sample of 10.8%
of the Coast Guard units. Table II is a breakdown of the
types of units and exact number of units within each type
that were surveyed. The actual number of units to be surveyed
within each type of unit was determined by taking "approxi-
mately" 10% of the total number of units in that unit type,
with each selected unit type having at least one unit in the
sample. For example, there were 23 Patrol Craft (95* Class)
,
so 2 units were selected for the sample. There were 159 Sta-
tions, so 16 units were selected. There were 6 Vessel Traffic
Services, so there was 1 unit selected from this type. Since
the questionnaires were anonymous and confidential, names of
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The survey package sent to each unit in the sample
included five items: A personal letter to each Commanding
Officer/Officer-in-Charge introducing the survey and its
purpose and providing directions for the completion of the
questionnaires; one Commanding Officer/Officer-in-Charge
Questionnaire; and three Unit Personnel Questionnaires. Each
Commanding Officer/Off icer-in-Charge was asked to complete
i
and return the Commanding Officer/Officer-in-Charge Question-
naire. In addition, each Commanding Officer/Officer-in-Charge
was asked to select any three personnel (officer or enlisted)
at his unit and have them complete and return the Unit
Personnel Questionnaires. This meant that a total of 13 3
Commanding Officers/Of f icers-in-Charge and 399 unit personnel
were surveyed, for a total of 532 people in the survey sample.
A pre-addressed, franked envelope was attached to each ques-
tionnaire for use in returning the questionnaire. The cover
letter and each of the questionnaires themselves emphasized
the voluntary nature of survey participation and a promise of
anonymity and confidentiality for everyone involved in the
survey. Appendix L is a copy of the cover letter that was
mailed in each survey package.
Prior to the questionnaires being mailed out, a letter
concerning the Sponsor Program survey was sent to all Coast
Guard districts by Commandant CG-PTE-1) , which is the Advanced
Training and Education Branch in the Office of Personnel at
Coast Guard Headquarters. The purpose of the letter was
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two-fold: (1) to prepare each district office to handle any
questions received from their units concerning the survey, and
(2) to encourage participation and communicate Headquarters'
commitment to and interest in survey results. Appendix is
a copy of the letter sent out by Commandant to all districts.
D. QUESTIONNAIRE RETURNS
The questionnaires were mailed out Thursday, 7 August 1980
It was anticipated that most of the questionnaires that were
going to be returned would probably be received back within
the first 2-1/2 weeks. This was assuming a maximum of 3 to 4
days mailing time each way, and an average of approximately
one week to complete the questionnaires. After 2-3 weeks, the
number of returns per day was expected to decrease signifi-
cantly, those coming in after that being mostly from units
stationed outside of the continental United States.
The first questionnaire was received back on Tuesday,
12 August 1980. By Saturday, 16 August 1980 a total of 182
questionnaires, or 34.21% of those mailed out, had already
been returned. By the end of the next week, on 23 August
1980, 305 questionnaires (57.3 3%) had been returned. The
number of returns per day then slowed down considerably, which
was expected. By 15 September 1980, a total of 402 question-
naires (7 5.56%) had been received. About two weeks later on
30 September 1980, 4 more questionnaires were received, all
4 being from the same unit located in a foreign country, so
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that the final number of questionnaires returned was 406,
or 76.32%. This included 105 out of the 133 Commanding
Of ficer/Of ficer-in-Charge Questionnaires mailed out (78.95%)
and 301 of the 399 Unit Personnel Questionnaires (75.44%).
Table III is a complete breakdown of the number of returns
by date received and type.
E. COMPUTER PROGRAMMING
As was already mentioned, each question on both question-
naires was written so that the data gathered could be easily
coded for subsequent computer analysis. All of the informa-
tion on each questionnaire returned was coded, punched onto
cards, and entered into the Naval Postgraduate School's IBM
360 computer using a computer program known as the Statistical
Package for the Social Sciences (SPSS) . SPSS is an integrated
system of computer programs designed for the compilation and
analysis of social science data. "The system provides a
unified and comprehensive package that enables the user to
perform many different types of data analysis in a simple and
convenient manner" iNie, 1975, p. 1]
.
Four different SPSS computer subprograms were used in
compiling and analyzing the data. First, subprogram
FREQUENCIES was used which computed and presented frequency
distribution tables for each of the questions on both of the
questionnaires (excluding open-ended questions) . This sub-
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answer for each question and computed descriptive statistics
(e.g., mean, standard deviation, etc.).
Subprogram CROSSTABS was used for contingency table
analysis. Contingency table analysis (crosstabulation) pro-
vides the joint frequency distribution of two or more vari-
ables. For instance, if a person wanted to know how many
of the respondents were 0-3s and were stationed in a foreign
country, subprogram CROSSTABS would provide this information.
Subprogram T-TEST was used to compute Student's t for
testing whether or not the difference between two sample
means was significant. " ' Significant' here does not mean
'important' or 'of consequence'; it is used here to mean
'indicative of or 'signifying' a true difference between the
two populations" [Nie, 1975, p. 267] . If the difference
between two sample means is significant, a similar relation-
ship can be inferred to exist between the means of the true
population. For example, if it is found that there is a
significant difference between how whites and blacks in the
survey sample answered a question about the Sponsor Program,
then the same relationship can be said to exist between
whites and blacks throughout the Coast Guard.
And finally, bivariate correlation analysis was accom-
plished through the use of subprogram PEARSON CORR.
Bivariate correlation provides a single number, called the
correlation coefficient (r) , which summarizes the relationship
or strength, of association between two variables . When there
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is a perfect relationship between two variables, r takes on
the value of +1.0 or -1.0; when there is no relationship
between two variables r equals 0. Thus, the larger the
absolute value of r is, the stronger the relationship. As can
be seen, the correlation coefficient can be either positive
or negative - indicating not whether the relationship is
high or low, but whether there is a positive or inverse
relationship. In addition, subprogram PEARSON CORR indicates
the probability of each relationship occurring by chance.
For this study, only significance levels of .05 (a l-in-20
probability of the relationship occurring by change) or less
will be considered to be statistically significant.
F. SUMMARY
In this chapter the purpose, design, and methodology
for conducting the survey of Coast Guard personnel were
presented. In addition, an explanation of the computer pro-
grams utilized in analyzing the data was provided, as well as
a day-by-day breakdown of the number of questionnaires
returned.
It should be noted that the final return rate of 76.32%
was much higher than was expected. Since the questionnaires
were not mandatory, but were voluntary and anonymous - so
that there was no way of knowing whether or not someone did
not return the questionnaire - something must have motivated
so many people to respond. The high return rate may indicate
that Coast Guard personnel are indeed very concerned about
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the programs and actions that can be taken by the Coast Guard
to assist them in making their moves from one duty station
to another
.
In the next chapter, findings and the results of analysis




VI. FINDINGS AND RESULTS OF THE SURVEY
The last chapter described the Sponsor Program survey
which was conducted on personnel from a sample of Coast Guard
units. In this chapter, the findings and the results of
analysis of the data collected on the two questionnaires of
the survey will be presented. In Chapter VII, the author
will present conclusions and provide recommendations for the
Coast Guard on the Sponsor Program.
As was mentioned in Chapter V, two types of questions
were included in the questionnaires - closed and open-ended.
The first section of this chapter will focus on the responses
to the closed questions, the second section will discuss the
comments which were made on the open-ended questions . All
tables referred to in this chapter appear at the end of the
chapter in numerical orders.
A. CLOSED QUESTIONS
1. General
Tables IV and V give the breakdown of responses to
each question (excluding open-ended questions which will be
discussed later) on the Commanding Officer/Officer-in-Charge
Questionnaire and the Unit Personnel Questionnaire, respect-
fully. Responses for each question are listed, followed by
the number of times (frequency) each response was given and
the percentage (%) that that number represents of the total
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number of responses to that question. Means and standard
deviations have been provided where appropriate.
The total number of responses on each question will
not always equal the total number of questionnaires returned,
This is due to the fact that some of the people responding
to the questionnaires did not answer all of the questions.
If on any questionnaire one or more of the questions to be
used in any single analysis was not answered, all of the
questions from that questionnaire were deleted from that
analysis.
The answers to question number 4 on the Commanding
Officer/Of ficer-in-Charge Questionnaire have been recoded to
indicate whether the CO/OIC assumed command before or after
the Sponsor Program became mandatory for all personnel on
3 March 1980, which was the desired information for which
the question was written. It was felt that the easiest
method of obtaining this information was to simply ask the
respondents to indicate the date they assumed command and
then recode those answers accordingly. Likewise, question
number 6 on the Unit Personnel Questionnaire (which asked
for when unit personnel reported aboard their present unit)
was also recoded to indicate whether they reported aboard
before or after the Sponsor Program became mandatory.
Demographic data on the respondents to both question-




Results from the Commanding Of ficer/Of ficer-in-Charge
Questionnaire (see Table IV) show that 97.1% of all the COs/OICs
felt the Sponsor Program was a worthwhile program, with 81.9%
agreeing that the program should be mandatory throughout the
Coast Guard for all personnel on PCS moves.
From the results of the Unit Personnel Questionnaire
(see Table V) it can be seen that 75.1% or 3/4 of the unit
i
personnel surveyed felt that the Sponsor Program should be
mandatory for all PCS moves. In addition, a mean of 3.44 on
question number 24 indicates that unit personnel on the average
felt that the Sponsor Program was a worthwhile program. More
specifically, more people indicated that the Sponsor Program
was to "a great extent" a worthwhile program than any other
response.
Statistical analysis using Student's t (SPSS Sub-
program T-TEST) was used to assess the differences between
sample means of the COs/OICs of units inside of the contin-
ental U. S. and COs/OICs outside of the continental U. S.
The analysis showed that there was no significant differ-
ence in feelings about whether or not the Sponsor Program
was a worthwhile program. Table VI shows the comparisons
of various sample means for different groups of COs/
OICs who responded to the Commanding Off icer/Officer-in-
Charge Questionnaire. As can be seen, there was also no
significant difference between how COs/OICs of afloat units
and COs/OICs of shore units felt concerning whether or not
83

the Sponsor Program was a worthwhile program. Similarly,
there was no significant difference found between COs/OICs
of units inside of the continental U. S. and COs/OICs of
units outside of the continental U. S. and whether or not
they felt the Sponsor Program should be mandatory for all
personnel. There was also no significant difference between
COs/OICs of afloat units and COs/OICs of shore units and
whether or not they felt the Sponsor Program should be manda-
tory for all personnel. What this means is that the extent
to which COs/OICs considered the Sponsor Program worthwhile
and worth making mandatory was unrelated to the location
and type of command to which they were assigned.
Table VII is a summary of the comparisons of sample
means for different groups of unit personnel who responded
to the Unit Personnel Questionnaire. From Table VII it can
be seen that, as in the case of COs/OICs, there were no
significant differences in feelings about the Sponsor Program
(.i.e., whether they felt the program should be mandatory,
and the extent to which they felt the program was worthwhile)
between unit personnel stationed inside of the continental
U. S. and those personnel stationed outside of the continental
U. S. There were also no significant differences in feelings
about the Sponsor Program between unit personnel who were on
ships and those who were ashore, between males and females,
between whites and non-whites.
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3. Factors Affecting the Move
Using bivariate correlation analysis, it was also
found (see Table VIII) that there was a significant and
positive relationship between the degree to which a sponsor's
services were experienced as being helpful to a person during
a move and how easy that person rated that move to be
(r=.20, p=.010) . Correlations also indicated that there was
a strong positive and significant relationship between the
information the sponsor provided to the new member concerning
the new duty station and how easy the move to that duty sta-
tion was rated (r=.32, p=.000) . In other words, the more
information that was provided about the new unit, the easier
the move tended to be. A similar association with the ease
of the move was found for both the amount of information
provided about the new geographical location (r=.30, p=.000)
and the amount of information provided about the new job
Cr=.31, p=.000) . As would be expected, when all three of
these items were combined - the amount of information provided
about the new unit, the new location, and the new job - an
even stronger correlation with the ease of the move was
found (r=.37)
.
The combined relationship, however, was not that much
larger than was either of the three factors separately. This
indicated the possibility that there was substantial inter-
correlation between the three factors. When correlation




it was found that there was indeed a very strong positive
relationship between them (r ranging from .47 to .63).
To test the separate effects of each of the three
factors on the ease of the move, partial correlation analysis
was conducted. The correlation between the amount of informa-
tion provided on the new duty station and the ease of the
move dropped from .32 to .16 (p=.017) when partialling out
the effect of the amount of information provided on the new
job. When the effect of the amount of information provided
on the new geographical location was partialled out, the
correlation dropped to .18 (p=.009) . When both the amount
of information provided on the new job and the new geographi-
cal location were partialled out, the relationship between
the ease of the move and the amount of information on the
new duty station dropped, but more importantly it no longer
was significant (r=.09, p=.112)
.
The separate effect of the amount of information
provided about the new job on the ease of the move was also
computed, partialling out the effects of the amount of
information provided on the new duty station (r=.16, p=.018),
the amount of information provided on the new geographical
location (r=.20, p=.003) , and both of these together
(r=.13, p=.037). The separate effect of the amount of
information provided about the new geographical location on
the ease of the move was computed, partialling out the
effects of the amount of information provided on the new
duty station (r=.16, p=.018) , the amount of information
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provided on the new job (r=.19, p=.006) , and both of these
together (r=.13, p=.038)
.
What this analysis indicates is that of the three
types of information provided by the sponsor, information
on the new job and information on the new geographical
location may be significantly related to the ease of the
move, but the information on the new duty station may not
be. The partial correlation analysis shows that information
on the new duty station is difficult to separate out from
the other two types of information. One explanation for
this is that the term "duty station" is probably less dis-
tinct than is "job" or "geographical location." In other
words, "duty station" as a term has excess and/or unclear
meaning, and could have been interpreted by respondents as
encompassing many of the aspects of both the new job and
new geographical location. Although the strength of each
of the relationships dropped when the effects of the other
types of information provided were removed, the correlations
between the ease of the move and both the amount of informa-
tion provided on the new job and the amount of information
provided on the new geographical location did remain signifi-
cant. The drops, therefore, do not mean that these two types
of information are not important, but mean that the combined
effect of the several types of information provided is
greater than is the effect of any one type of information in





Bivariate correlation analysis showed that of the
people who had used the Sponsor Program, there was a signifi-
cant positive relationship between how worthwhile they felt
the Sponsor Program was and (1) how satisfied they were with
their present duty station (r=.13, p=.040) , (2) how satisfied
they were with their present location (r=.19, p=.006) , and
(3) how satisfied they were with military life in general
(r=.22, p=.002). In other words, the more worthwhile a
person felt the Sponsor Program was, the more satisfied that
person tended to be with his/her duty station, location, and
the military as a way of life (see Table VIII)
.
Additional analysis indicated that there was a posi-
tive and significant relationship between how easy people
rated their moves to be and their satisfaction with the
military as a way of life (r=.20, p=.003) . This means, of
course, that the easier a person feels his/her move is, the
more satisfied he/she tends to be with the military as a
whole.
5. Similarity of Sponsors to New Members
With respect to how personnel actually rated the
moves they had experienced in which sponsors were assigned,
the analysis indicates that there was no significant differ-
ence between the ease of the moves for when sponsors assigned
were of the same pay grades as the people being transferred
and when sponsors assigned were of different pay grades as
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the people being transferred (see Table VII) . There was also
no significant difference in the ease of the moves between
when sponsors assigned were of the same or different ratings.
This indicates that the relationship of the sponsor's pay
grade and rating to those of the new person is not systemati-
cally related to the ease of the new person's move.
6. Other Findings
From the results of the responses to the CO/OIC
Questionnaire (see Table IV), it can be seen that 94.3% of
all the COs/OICs indicated that they knew of the Sponsor
Program before it became mandatory for all PCS moves. In
light of the fact that it has been mandatory for COs/OICs
to assign sponsors to all incoming first assignment personnel
since mid-1974, this 94% is, in fact, very low when it is
realized that all COs/OICs should have known about the
Sponsor Program.
From the commands surveyed, 66.7% of the COs/OICs
indicated that their present unit already had a mandatory
PCS Sponsor Program in effect even before the Coast Guard
made it mandatory. It should be noted, however, that of
the COs/OICs who had command before the Sponsor Program
became completely mandatory and also indicated on the ques-
tionnaire that they felt the Sponsor Program should be a
mandatory program, only 37 out of 54 actually had a manda-
tory program in effect before the Coast Guard made it com-
pletely mandatory. This indicates that although many COs/
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OICs felt the Sponsor Program should be mandatory for all
personnel, only approximately 69% actually took the time to
do it on their own.
One very important statistic is that out of the unit
personnel surveyed, 113 or 37.7% indicated that they had
never had a sponsor assigned. The only way it should have
been possible for a person to have never had a sponsor
assigned at the time of the survey was if (1) that person
had entered the Coast Guard prior to June 1974 (when the assign-
ment of a sponsor became mandatory for all personnel on initial
PCS orders) and (2) that person had reported aboard his/her
present unit prior to 3 March 1930 (when the assignment of
a sponsor became mandatory for all personnel on PCS moves)
.
Otherwise, the person should have had a sponsor assigned if
every unit was complying with the Sponsor Program. Contin-
gency table analysis showed that of the personnel surveyed
who had entered the Coast Guard since June 1974, 42.8% indi-
cated that they had never had a sponsor assigned In other
words, only 57.2% of the people surveyed who entered the
Coast Guard after June 1974 and therefore should have had
at least one sponsor assigned to them, had actually had a
sponsor assigned. Similarly, only 59.7% of the personnel
surveyed who reported aboard their present unit after
3 March 1980, when the assignment of a sponsor became manda-
tory on all PCS moves, indicated that they had actually been




Much can be learned by clustering comments made by
personnel on the open-ended questions on the two question-
naires. For the Commanding Of ficer/Of f icer-in-Charge
Questionnaire this was question number 9, while on the Unit
Personnel Questionnaire, this was question number 27.
1. Commanding Of ficer/Of ficer-in-Charge Questionnaire
Of the 105 Commanding Of ficer/Of ficer-in-Charge
Questionnaires returned, 67 or 63.8% responded to question
number 9. Table IX is a summary of the responses to question
9. The number of comments exceeds the total number of
responses as some people commented on more than one subject
area.
It can be seen that the largest number of comments
by Commanding Officers and Officers-in-Charge were concerned
with the need for more individual unit/command interest and
support of the Sponsor Program. Many COs/OICs indicated
that one of the major problems is that the units are not
really concerned with the Sponsor Program and for the pro-
gram to be effective, command interest is a necessity. The
comments also indicated that the units/commands themselves
must become more involved with monitoring and following-up
on the Sponsor Program, and that positive actions must be
taken on the part of the unit to ensure that sponsors are
complying with the program. One Captain wrote that "sponsor
assignments must be monitored/measured to ensure an effective
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program. Many are assigned but all do not take the job
seriously enough to provide any help."
The second most frequently mentioned need was for
more interest in the program by Coast Guard upper management,
Table IX shows that some COs/OICs feel that the level of
Coast Guard interest is not adequate to properly support the
Sponsor Program. This includes the lack of any real monitor-
ing procedures by the Coast Guard to ensure that units are
even complying with the program. One Commander commented
that there must be "support of the program by all levels of
management and periodic spot checking by management within
the Coast Guard to ensure the program is being followed and
is receiving attention and support at both the command level
and lower supervisory levels .
"
Some COs/OICs also indicated that the lack of any
published Coast Guard-wide guidelines on just exactly what
a sponsor should do causes the program to be ineffective.
Although the Coast Guard does provide some broad guidelines
on the Sponsor Program, more specific guidelines or steps
to be taken by the sponsor are felt to be necessary. A
Commander stated that there needs to be "more complete
guidance on what a sponsor is expected to do and not
expected to do. The largest failure in the system is that
no one is completely sure of what is supposed to happen,
so many times nothing happens."
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Quite a few COs/OICs also indicated that personnel
being transferred should be provided with more information
prior to their arrival on Coast Guard/government housing.
The availability of temporary quarters/lodging upon first
arriving in the area was also mentioned as being a subject
where more information should be provided to the new person
so that upon arrival the new person has an idea of where he
can stay until permanent quarters are found or made available
„
Also present throughout many of the responses was
the feeling by many COs/OICs that although the Sponsor Program
is probably a worthwhile program, Coast Guard units presently
do not have the necessary amount of resources (both people
and funds) to effectively carry out the program. One Captain
summarized it best:
This is yet another CG program that adds to the
administrative workload of every unit, large and
small. To be effective, command attention and adminis-
trative assistance is mandatory, yet I question whether
we have the needed manhours available. While desirable,
we are not properly staffed to effectively administer
this program.
2. Unit Personnel Questionnaire
Of the 301 Unit Personnel Questionnaires returned,
165 or 54.8% had written a response on question number 27.
Table X is a summary of the comments made by unit personnel.
The format is the same as was described previously for
Table IX.
By far the number one comment by unit personnel was
the need for more unit/command interest, follow-up, and
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enforcement of the Sponsor Program. Almost 14% of the
people who responded to question 27, and over 12% of all
the comments made, specifically mentioned that many Coast
Guard units do not seem to emphasize the Sponsor Program.
A number of people mentioned that the major problem is that
many units do not use the program. In addition, many units
do not adequately check-up on personnel assigned as sponsors
to see if they have been doing the job. An E-5 wrote that
"the people who assigned them [sponsors] . . . have no
follow up to see what has been done, if anything. In other
words, the way it happens at this unit is that an officer
hands a man a paper saying he is a sponsor .... The
person appointed throws it away because there is no follow
up, nothing." Another E-5 commented that "the Sponsor
Program itself seems to be a good one. In my opinion, the
problem lies in lack of compliance by units with the
program." One E-6 mentioned that "the Sponsor Program
would probably work, but the main problem is that it is
seldom, if ever, used."
One comment that appeared in 11% of the responses was
that the Sponsor Program should be made mandatory throughout
the Coast Guard. This is alarming in light of the fact that
the Sponsor Program has already been mandatory for all PCS
moves since 3 March 1980. It is only natural to expect that
a few Coast Guard personnel would not yet know that the
Sponsor Program had been made mandatory, especially among
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the lower enlisted personnel who may not be exposed to new
directives and policies in their everyday work routine.
Many of the people who made this comment, however, were not
lower enlisted personnel. An E-7 with 12 years of service,
for example, stated that it should be made "mandatory for
every individual getting PCS orders to have a sponsor." It
already is. A typical comment was provided by an E-6 when
he. stated the assignment of "a sponsor should be required
on each PCS move." This indicates that many people have not
been brought up to date on the present policies of the
Sponsor Program.
This is directly related to another commonly made
comment, that being that the Sponsor Program is not publicized
enough, both by the Coast Guard itself and by the individual
units. This is substantiated by the fact that 7 people stated
that they had never even heard of the Sponsor Program. One
E-4 said to "make it [the Sponsor Program] known. I'd never
heard of it until filling out this questionnaire." A similar
remark was made by a non-rated man when he wrote "I have never
been aware that there was a sponsor program. I think it should
be more publicized . . . . " Another non-rated man stated that
he "was not even aware that the program existed . " The fact
that someone in the Coast Guard has never heard of the Sponsor
Program is a matter of concern; even though the assignment of
sponsors on all PCS moves has only been mandatory since March
1980, the assignment of sponsors to all personnel going to an
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initial assignment has been mandatory since June 1974. In
addition, since March of 1977 all training commands (i.e.,
Academy, OCS, Recruit Training) have been required to provide
personnel with a complete description and explanation of the
Sponsor Program. The fact that so many people could have
never heard of the program in itself indicates a problem with
publicizing the program.
Many of the respondents indicated that the absence of
any published/promulgated guidelines and specific actions
that should be taken by sponsors was a problem. Many people
who are assigned as sponsors don't know what they should do
other than contact the new member. Without instructions on
what a sponsor's duties are, unit personnel indicated that
many times people who are assigned as sponsors simply do not
do anything at all to help the new member.
Unit personnel also indicated that in many cases
sponsors are not given enough time off by the unit to carry
out the responsibilities of being a sponsor. They did not
indicate sponsors should get a whole day off, but instead
suggested a couple of hours off from the workplace to make
phone calls, write letters to the new member, etc. Some
personnel indicated that after a hard day at work they do
not feel like having to spend their free time being a sponsor,
which in many cases is what they are asked to do.
Concern with housing matters was also expressed in
the comments from unit personnel. Although the Coast Guard
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Personnel Manual states that sponsors are supposed to provide
new members with information on housing availability, the
comments indicate that many times this is not done. Eight
people felt that perhaps the sponsor could work more closely
with district HAIL offices to provide better housing informa-
tion to new members in advance of their arrival in the area.
One E-5 wrote that he thinks "a sponsor should be a little
more into helping with housing, as that is the biggest prob-
lem when making a PCS move."
Unit personnel also expressed the opinion that only
those people who volunteer and want to be sponsors should be
assigned as such. People felt that if someone is not moti-
vated to be a sponsor, assigning them could be worse than no
sponsor at all because they might pass on bad or negative
feelings to the new member. Only those people who want to
be sponsors should be used, unless it is absolutely necessary
to do otherwise, because they will put more effort into the
job than someone who doesn't care. A W-2 commented that "the
program is an excellent program but is only as good as the
personnel Involved. Some individuals provide excellent info
while others don't care and do nothing."
The fact that there is not enough money and people
to adequately do the job was also mentioned in some of the
responses. A couple of people mentioned that with the
increasing missions and responsibilities the Coast Guard has
assumed without a significant increase in funds and personnel,
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Coast Guard personnel are working longer and longer hours and
don ' t have the time to be a sponsor . It was noted that many
times it is not that people do not want to be sponsors, they
just do not have time to be one. An E-8 expressed it best
when he wrote:
Instead of the Coast Guard tackling all of the
people-oriented programs without providing resources,
it would be more beneficial if they would provide
offsetting resources so the program can be effectively
carried out. As things are now, only lip service is
provided to people programs such as this.
C. SUMMARY
The first section of this chapter focused on the responses
to the closed questions on the two questionnaires. Results
from analysis of the data collected indicate several different
things. First, many people are not being assigned sponsors
when, according to regulations, they should be. Second, the
location and the type of command do not make any difference
with respect to personnel attitudes towards the use of the
Sponsor Program. Third, almost all of the people surveyed
CCOs/OICs and unit personnel together) feel the Sponsor Pro-
gram is worthwhile. In addition, 77% of the total number of
respondents indicated that they feel the assignment of a
sponsor should be mandatory for all PCS moves. Fourth, the
more information that is provided by the sponsor to the new
member in advance of the move, the easier his/her move will
tend to be. And fifth, the easier a person's move is, the
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more satisfied he/she will tend to be with the military as a
way of life.
In interpreting these research results caution must be
taken as there are several sources of possible bias. In this
study the author wishes to point out two possible sources of
bias that could have had an effect upon personnel answering
the questionnaires. First, people may have answered in the
affirmative or at the higher end of any rating scales to try
to please the author. People may have indicated they had
more experience with the Sponsor Program than was in fact
the case. Thus, the number of people who have never heard of
or never used the Sponsor Program is probably higher than was
reported in the questionnaires. Second, people tend to answer
a question according to what the most acceptable or socially
desirable answer seems to be, rather than how they actually
feel. People might have answered that they felt the Sponsor
Program should be mandatory because they already knew it was
mandatory. This could mean that fewer people feel the Sponsor
Program should be mandatory than actually said so.
The second section of this chapter presented some of the
comments and concerns expressed by both COs/OICs and unit
personnel concerning the Sponsor Program. It by no means
mentioned all of them, only some of those that were mentioned
again and again throughout the questionnaires. A complete
summary of all the comments can be found in Tables IX and X.
The main concerns noted in both the Unit Personnel and
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Commanding Of ficer/Officer-in-Charge Questionnaires were:
(1) the need for more command interest and support for the
Sponsor Program; (2) the need for more enforcement/follow-up
on the program; (3) the need to publish more specific guide-
lines for sponsors to follow; (4) the importance of having
the sponsor provide adequate information on housing in the
new area; and (5) the lack of resources (people and funds)
to properly do the job intended by the Sponsor Program.
Although almost all of the comments were worded in the
negative, this does not mean that people felt the program
was all bad. The wording of question number 9 on the
Commanding Of ficer/Of ficer-in-Charge Questionnaire and of
question number 27 on the Unit Personnel Questionnaire
specifically asked for recommendations on how to improve the
Sponsor Program. As a result, mostly only problems and




RESPONSES TO QUESTIONS ON COMMANDING OFFICER/OFFICER-IN-CHARGE
SPONSOR PROGRAM QUESTIONNAIRES

















What is your present pay grade?
Answer




















When did you assume the duties of Commanding
Officer/Officer-in-Charge?
Answer










Did you know about the Coast Guard Sponsor
Program before it became mandatory on 3 March













6. Did your present unit have a Sponsor
Program in which the assignment of
sponsors was mandatory for all incoming
personnel before the Coast Guard made




1. Yes 70 66.7
2. No 35 33.3
7. Do you feel that the Sponsor Program as
outlined in the Coast Guard Personnel
Manual and ALDIST 069/80 is a worthwhile
program?
Answer
T. Yes 102 97.1
2. No 3 2.9
8. Do you feel that it should be mandatory
to assign sponsors to all personnel
on PCS moves?
Answer
T~. Yes 86 81.9




RESPONSES TO QUESTIONS ON UNIT PERSONNEL
SPONSOR PROGRAM QUESTIONNAIRES
1. What is your present pay grade?
Answer





































2. Are you currently assigned to a ship?
Answer
n Yes 70 23.4
2. No 229 76.6





4. How long have you been in the Coast Guard?
Answer
Less than 4 years
4 years to 9 years 11 months
10 years to 14 years 11 months
15 years to 19 years 11 months
20 years to 24 years 11 months
25 years to 29 years 11 months





















5. In your Coast Guard career, have you
graduated from:
Answer
n Recruit Training & OCS
2. Recruit Training only
3. OCS only




6. When did you report aboard your
present unit?
Answer
Tl Before Sponsor Program Became
Mandatory 177 59.6
2. After Sponsor Program Became
Mandatory 120 40.4








Mean = 3.95 Standard Deviation = 1.17








Mean = 3.81 Standard Deviation = 1.28
9. How do you feel about the military as




















10. How many permanent change of duty
station (PCS) moves have you made













11. During your Coast Guard career how
many times have sponsors been assigned







5. 5 or more
12. After receiving orders to your present







13A. Were you in touch with your sponsor







13B. If yes, how?
Answer
1. By letter

























14. Which of the following was true about
your sponsor's pay grade?
Answer
1. It was the same as yours
2. It was senior to yours






15. Was the assigned sponsor the same










16A, Did you use your sponsor's services








16B, If yes, to what extent did your sponsor's


















Standard Deviation = 1.06
17 How much information concerning your new








4. A Great Deal
5. A Very Great Deal






18. How much information concerning your new






4. A Great Deal
5. A Very Great Deal








19. How much information concerning
your new geographical area/location





4. A Great Deal








Standard Deviation = 1.20
20. Did your sponsor meet you when you
arrived in the area?
Answer i
1. Yes 89 48.4
2. No 95 51.6
21. Did your sponsor show you around the
local area?
Answer
IT Yes 69 37.7
2. No 114 62.3
22. How would you rate your move to that
duty station:
Answer
Tl Very Difficult 20 10.8
2. Somewhat Difficult 32 17.2
3. Somewhat Easy 86 46.2
4. Very Easy 48 25.8
Mean = 2.87 Standard Deviation =0.92
23. What was your marital status during your
PCS move to that duty station?
Answer









To what extent do you feel the Sponsor






4 A Great Extent
5. A Very Great Extent












25. Do you feel that it should be mandatory
to assign a sponsor to all personnel
making a permanent change of station?
Answer Frequency %
T. Yes 22(5 75.1
2. No 73 24.9
Have you ever been a sponsor for
another person?
Answer
Ti Yes 142 48.0
2. No 154 52.0
If yes, did you volunteer or were you
assigned?
Answer
T~. Volunteered 80 56.3
2. Assigned/Appointed 62 43.7
What recommendations can you give for improving the Coast
Guard Sponsor Program? (Open-ended question - see Table X.)
What is your present marital status?
Answer
T~. Single - never married 84 28.2
2. Divorced 11 3.7
3. Separated 3 1.0
4. Widowed 1 0.3
5. Married 199 66.8
How many dependents to you have? (Do not














Are you male or female?
Answer
1. Male 284 95.6
2. Female 13 4.4
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What do you consider to be your main


























COMPARISONS OF SAMPLE MEANS ON QUESTIONS FROM
THE COMMANDING OFFICER/OFFICER-IN-CHARGE QUESTIONNAIRE
Question: Do you feel that the Sponsor Program as outlined in
the Coast Guard Personnel Manual and ALDIST 069/80
is a worthwhile program?






Question: Do you feel that it should be mandatory to assign
sponsors to all personnel on PCS moves?
(l=Yes, 2=Nb) Standard
Sample Groups Mean Deviation t value d.f
.
Inside Continental U.S. 1.18 0.39 - Q1 ^2 24
Outside Continental U.S.
Standard


















COMPARISONS OF SAMPLE MEANS ON QUESTIONS FROM
THE UNIT PERSONNEL QUESTIONNAIRE
Question: To what extent do you feel the Sponsor Program
as you have experienced it is a worthwhile
program?










Question: Do you feel that it should be mandatory to assign
a sponsor to all personnel making a permanent change
of station?






















Sample Groups Mean Deviation t value d.f.






















Question: How would you rate your move to that duty
station?
(1 = Very Difficult, 4 = Very Easy)
Sample Groups
Sponsor of Same Pay Grade 2.82
Sponsor of Diff Pay Grade 2.90
Sponsor with Same Rating
Sponsor with Diff Rating
* p ^.05
Standard











(Listed by question number - see below for
abbreviated description of each question)
Q7 Q8 Q9
Q24 0.13* 0.19** 0.22**
Q16B Q17 Q18 Q19 Q9







Q7 - Satisfaction with present duty station
Q8 - Satisfaction with current geographical location
Q9 - Satisfaction with military
Q16B - Helpfulness of sponsor's services
Q17 - Information provided on new duty station
Q18 - Information provided on new job assignment
Q19 - Information provided on new geographical location
Q22 - Ease of move




SUMMARY OF COMMENTS FROM COMMANDING OFFICEK/OFFICER-IN-CHARGE
SPONSOR PROGRAM QUESTIONNAIRES
Number of
Subject Area Times Mentioned
More command support/interest/follow-up on the
Sponsor Program is needed 15
More Coast Guard interest and follow-up needed 7
Not enough resources (people and money) to carry
out the Sponsor Program the way it should be 7
Publish guidelines/minimum performance
requirements for sponsors 5
Sponsor Program is a good program just like it is 5
More information on government housing needed 5
Sponsors should be of similar circumstances as
the new member 4
Keep information to be used by sponsors updated 4
Not always enough lead time between when a person
receives his orders and when he has to depart 4
For small units the Sponsor Program should be
administered by parent commands 3
Prior information on temporary quarters/lodging 2
Need specialized training for sponsors 2
Program adds to the administrative workload 2
More standardization of material within each
locality is needed 2
Have HAIL offices maintain listings of Coast








Sponsors do not take the job seriously
Most units take the program too lightly
Sponsors should contact new member, not
vice versa 1
Need to provide incentives to sponsors 1
Large units/commands should have a full-time
Sponsor billet 1
Make up cassettes containing information on
new area and send to the new member before
he departs for the unit 1
Keep the Sponsor Program simple 1
Sources of local information for sponsors
must be improved 1
Non-rated personnel might not be in a position
to use the ship's telephones 1
Use personnel who have been at the unit for
awhile as sponsors 1
Never use the person being relieved as a sponsor 1
Establish unit level housing officers 1
Allow phone calls using unit phones between wives 1
Encourage immediate phone contact between
sponsor and new member 1
Use Coast Guard Reserve/Auxiliary personnel to
gather information for use by sponsors 1
Sponsor Program should be mandatory for all




SUMMARY OF COMMENTS FROM UNIT PERSONNEL
SPONSOR PROGRAM QUESTIONNAIRES
Number of
Subject Area Times Mentioned
More command interest/follow-up/enforcement 23
is needed
The Sponsor Program should be made mandatory 18
i
Publish guidelines/instructions on what a
sponsor is supposed to do 15
Provide more help with housing matters 12
Sponsor should be of similar circumstances as
the new member 11
Allow sponsors an adequate amount of time off
from work schedule to do the job 10
Only use personnel who want to be sponsors as
sponsors 9
Publicize the Sponsor Program and its importance 9
Increase the use of HAIL offices 8
Had never heard of the Sponsor Program before
being asked to do this questionnaire 7
There should be a check-off list for sponsors
to follow 6
Units ignore the Sponsor Program 6
Only responsible people should be assigned as
sponsors 6
Ensure information to be used by sponsors is
up-to-date 5
Not enough resources Cpeople and money) to carry
out the Sponsor Program 5




Subject Area Times Mentioned
There should be a standard Sponsor Program
package from each unit 3
Each unit should have full-time sponsors 3
During PCS moves, have never been contacted by
any of the people assigned as sponsors 3
Use personnel who have been at the unit for
awhile as sponsors 3
Not always enough lead time between when a person
receives his orders and when he has to depart 2
Have sponsor initially contact new member, not
vice versa 2
Allow phone calls from unit phones "~ 2
Need training for personnel who are going to
serve as sponsors 2
Wives should participate in the Sponsor Program 2
Units have to provide the necessary information
to sponsors 1
Publish examples of successful experiences with
Sponsor Program 1
Sponsors have to put more effort into the program 1
Make G-PE in charge of the Sponsor Program as
they issue all enlisted orders 1
Coast Guard should put out a pamphlet on the
Sponsor Program 1
For small units the Sponsor Program should be
administered by parent commands 1
New member should always be provided with
directions on how to get to the new unit 1
Sponsors should continue helping the new member
even after he arrives at the new unit 1
Have headquarters send out relocation packages
whenever orders are issued 1
Let each unit set up its own Sponsor Program;
keep Headquarters out of it 1
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VII. CONCLUSIONS AND RECOMMENDATIONS
A. CONCLUSIONS
The Coast Guard Sponsor Program provides a means by which
Coast Guard personnel who have received PCS orders can,
through the use of assigned sponsors from their new duty sta-
tions, obtain information and assistance in advance of report-
ing to the new duty station. This advance information is of
significant importance to the member being transferred. While
a sponsor is not the only means for a new member to obtain
information, he/she is in the author's opinion probably the
best.
Other sources of information include written procedures
and documents and the new boss or superior. Written documents,
however, provide only formal information on the new job or
duty station, while the new boss usually has a tendency to
only mention the good aspects of the organization. A sponsor,
on the other hand, can provide much of this information as
well as provide insight into the less attractive, informal,
and social aspects of the new duty station in advance of the
new member's arrival. The new member will also tend to find
the information from a sponsor more believable and accurate
as the sponsor has witnessed the new workplace from a pers-
pective similar to that which the new member will experience
upon arrival. While the sponsor is the best source of infor-
mation on the new job or duty station, however, the other
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two sources mentioned should certain be used when available
to supplement the information received from the sponsor.
In Chapter VI, the analysis of empirical data showed
that the more information that was provided by the sponsor
to the new member about the new job, new duty station, and
new geographical location, the easier that person's move was
to that duty station. The easier the move, the more satis-
fied he/she tended to be with the military. In addition,
Chapter II pointed out that when a person receives accurate
and realistic information about the new job prior to arriving
at the new job, false or unrealistic expectations tend to be
reduced. The more accurate the new person's expectations,
the more satisfied that person will be later on with the new
organization and job. An effective Sponsor Program can there-
fore be seen to lead to increased satisfaction on the part of
Coast Guard personnel. And, as was also pointed out in
Chapter II, the greater the satisfaction of personnel, the
lower the rate of voluntary turnover.
The Coast Guard Sponsor Program, however, is far from
being a fully effective program. From the information
developed in this study, several problems with the Sponsor
Program can be identified. First, there is a lack of compli-
ance with the program by the units and commands themselves.
Although almost everyone participating in the survey indicated
they felt the Sponsor Program was worthwhile, nearly 40% of
the personnel surveyed had never had a sponsor assigned to
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them. This suggests that many units have not been assigning
sponsors to incoming new personnel. Many units may not have
an adequate understanding of the potential positive effects
a good Sponsor Program can have on new personnel and their
attitudes . The fact that a lack of command interest and
support for the Sponsor Program was the most frequently made
comment on both unit personnel and CO/OIC questionnaires
indicates the significance of this problem.
Another problem is that there is no one responsible for
monitoring and evaluating the Sponsor Program for the Coast
Guard. As was mentioned in Chapter IV, nowhere does the
Coast Guard officially specify which division, branch, or
billet in Coast Guard Headquarters is responsible for over-
seeing the Sponsor Program. Because of this, although the
Sponsor Program is now mandatory, there is no one designated
to enforce the program and insure it is being carried out by
the units. Presently the Coast Guard has no way of knowing
whether or not sponsors are actually being assigned
[CDR Chliszczyk, 1980] . The author does feel, however, that
G-PS-7 has done an outstanding job of reviewing and trying
to improve the Sponsor Program (e.g., they decided to make
it mandatory for all personnel) , even though they have not
been "officially" assigned the responsibility to do so.
Another problem is that many people in the Coast Guard
do not really know what their duties are when they are
assigned to be sponsors. As is currently written, literature
on the Coast Guard Sponsor Program does not define what a
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"sponsor" is. Although there are a few guidelines to be
followed by a sponsor (e.g., the sponsor is to provide infor-
mation on housing, temporary lodging, public transportation,
etc., to the new member) , each guideline is so broad that
unit personnel must decide what specific steps are to be
taken by a sponsor. Comments made on the questionnaires
indicate that many people who are assigned as sponsors do
not know what to do - so they do nothing.
The fact that the Coast Guard is still using the Navy
Sponsor Notification Form is also a problem. The Navy's
Sponsor Program is still optional in many cases, so on the
form there is a block to indicate whether assignment of a
sponsor is required, desired, or not desired. Since the
Coast Guard Sponsor Program is now mandatory and required in
all cases, this block would always be checked "required."
The fact that the other options are still printed on the
form may, however, cause confusion as to the real status of
the program and lead to people not being assigned sponsors
when they should have been.
Another major problem is the lack of publicity about the
Sponsor Program. Other than updating the applicable
COMDTINST every few years, nothing was done to publicize the
program in the past. Only after the Coast Guard made the
Sponsor Program mandatory for all PCS transfers was there
any significant amount of information put out to Coast Guard
units on the program and its importance. But, as is apparent
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from the results of the survey, many people are still not
familiar with the program. Recently, there has been, however,
a concerted effort on the part of Coast Guard Headquarters to
provide Coast Guard personnel with substantially more exposure
to the Coast Guard's housing and relocation services presently
offered, including the Sponsor Program. The six-page article
in the October 13, 1980 Commandant's Bulletin is an example of
the type of publicity that the Coast Guard is just starting,
and must continue, to give its relocation programs.
B . RECOMMENDAT IONS
In an effort to help provide ways to solve the problems
just mentioned, as well as help to solve other problems that
may exist with the Sponsor Program and the relocation of
Coast Guard personnel due to PCS transfers, the following
recommendations are presented.
1. It is recommended that the Commandant designate, in
writing, a specific branch in the Office of Personnel at
Coast Guard Headquarters to administer, follow-up, and enforce
the Sponsor Program. It is further recommended that G-PS-7
be so designated, as they are presently working on other
relocation programs which are in many respects related to the
Sponsor Program.
2. It is recommended that the branch tasked with the
Sponsor Program designate a billet or person who will be
the Sponsor Program "coordinator" or "administrator." Even
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though each unit actually administers its own program, the
Coast Guard must have one person specifically designated at
Headquarters to answer questions and respond to any requests
for assistance/guidance that may be necessary. With respect
to the manpower shortages the Coast Guard is presently facing,
this author realizes that it is unrealistic to expect that
one person could be assigned full-time to only the Sponsor
Program. Indeed, this is probably not necessary. There
must be, however, even if it is as a collateral duty, someone
assigned to carry out the Sponsor Program.
3. It is recommended that the branch tasked with the
Sponsor Program establish a procedure or reporting system
for monitoring the Sponsor Program to ensure that it is being
followed by all units.
4. It is recommended that the Coast Guard publish
specific guidelines and action steps for people who are
assigned as sponsors.
5. It is recommended that the Coast Guard eliminate the
use of the Navy Sponsor Notification Form and issue its own
form for use by all Coast Guard units and personnel.
6. It is recommended that training commands (Academy,
OCS, Recruit Training Centers) fully explain the Sponsor Pro-
gram and the advantages of using it to all personnel going
through their commands for training.
7. It is recommended that the Coast Guard publicize more
broadly the importance of the Sponsor Program. By providing




Bulletin , High Line , etc., the Coast Guard can not only
ensure that its personnel will know of the Sponsor Program,
but that they will realize there is top level commitment to
the program.
8. It is recommended that the Coast Guard continue
efforts to increase housing assistance/support to personnel
who are being transferred. As was evident from the results
of the survey, many people felt that housing matters were the
biggest problems personnel faced when relocating. The Coast
Guard leads other military services in providing relocation
assistance to its personnel. In comparison to the civilian
community and industry, however, it can be seen that there
is still alot more that can be done. The passage of part
or all of the proposed legislation concerning real estate
assistance (as was described in Chapter IV) would be a great




It is recommended that further research be done
concerning the use of sponsors and the information that is
provided to the new member. For example, as was shown in
Chapter VI, it does not appear to matter whether the person
assigned as sponsor is of the same pay grade or rating as
the new member. Whether sex, race, and/or marital differences
between the sponsor and the new member affect the usefulness
of the sponsor, however, remains to be tested. Another area
of possible future research is associated with the "amount"
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of information that should be provided to the new member.
While in this thesis it was found that more was better, it
was not determined if, in fact, there could be an optimum
amount of information that should be provided, with anything
in excess actually causing an information "overload" for the
new member. Additional research should also be done on the
relative usefulness of the different possible sources of
information. Even though in this study the author stated he
believed the sponsor is the best source of information, this
was only his assertion and might not, in actuality, be true.
All of this suggests that there are still many different
areas concerning the Sponsor Program and the relocation of
personnel that should be investigated.
It does not matter whether a person is being transferred
inside or outside of the continental U.S., or to what type
of unit the person is being transferred, the Sponsor Program
can help to make the move easier for that person. While the
Sponsor Program is certainly not a panacea for the Coast
Guard's turnover problems, it can play a small but signifi-
cant part in helping to improve overall personnel satisfaction
and retention.
An E-7 with over 14 years in the Coast Guard commented on
the Unit Personnel Questionnaire that:
Having seen many of the difficulties experienced
during a PCS move, as well as experiencing most of
them myself, I consider an aggressive Sponsor Program
to be of very high value .... I taught at AT-A
School and AT-C School for several years and saw
several married students arrive at Eliz. City with
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little or no information on what to expect, [they
had] had a sponsor assigned, but had not received
any worthwhile help at all from the sponsor. This
is one of the great morale destroying items that
the military must overcome in order to retain




1810540 BUREAU OF NAVAL PERSONNEL MANUAL
e. Performance and military discipline functions as
applicable.
f. Providing a meant of official communication in
marten of a uni- service nature.
13. Activities receiving members for "personnel ac-
counting" shall maintain those members on the
el diary.
b. Ensure activity information materials are for-
warded to the member in a timely manner. Where
Personal Services Centers are established, this type
meterial is assembled into welcome brochures which
may be used to fulfill or supplement this require-
c. Advise each member reporting to a deployed unit




CHECK-IN/CHECKOUT d. Provide members with information on the ship's
schedule when available and unclassified.
1. Commanding officers shall simplify the check-in
and check-out procedures to reduce to an absolute
minimum the number of offices at which members
must present themselves when reporting on board or
being detached. While recognizing the need to control
service, health, and pay records, close command
scrutiny is required to ensure that procedures are ji
streamlined and efficient as ingenuity and initiative
can make them.
1810580 ASSIGNMENT OF A SPONSOR UPON
TRANSFER
1. Commanding officers shall maintain an effective
sponsor program designed to facilitate relocation and
reception of members and their families when trans-
ferred on permanent change of station orders.
2. Upon receipt of permanent change of station
Order* on an assigned member, the commanding
officer shall ensure the member is counseled concern-
ing the advantages end benefits to be gained from
requesting a sponsor. In each case, whether the
member accepts or declines sponsor assistance the
Information contained in the Navy Sponsor Notifica-
tion, NAVPERS 1330/2, shall be provided to the
member's prospective commanding officer by the
transferring command. When time precludes using
this form the information shall be transmitted via
other, more timely means.
3. Upon receipt of the edvence copy of permanent
change of station orders the receiving activity shall:
a. Ensure the individual is notified by speedletter of
his/her sponsor's name, mailing address, and both
commercial and autovon telephone numbers on:
(1) Request of the member.
(21 Initial permanent change of station orders (in-
cluding members completing recruit training. Officer
Candidate School, direct appointment, etc.).
(3) Permanent change of station orders outside the
48 contiguous Unites States.
e. Take other action as necessary to assist the
member end family in getting established.
4. Specific implementing actions, such as communi-
cating with the member to explain local conditions,
rendering assistance in relocating, on-site indoctrina-
tion, and welcome of the member and family are left
to the ingenuity and initiative of each commanding
officer. It is emphasized that receipt of current
Information prior to transfer of a member is essential
for proper plenning and morale.
1820100 OFFICER DISTRIBUTION
1. The responsibility for assigning qualified officers
to authorized billets and the parallel responsibility for
•Hording each officer an assignment which will offer
opportunity for development of professional and
personal capabilities rests primarily with the Chief of
Neval Personnel. Except as noted herein, order*
involving permanent change of stetion for an officer
ere originated by the Chief of Naval Personnel. The
assignment is based on service requirements, the
professional needs of the individual, the officer's
record of performance, and, to the meximum extent
practicable, on the preference of the officer. Officers
interested in a naval career shall be given every
opportunity to acquire necessary qualifications dur-
ing initial minimum required service. To this end,
requests for sea duty received from junior officer*
will normally receive fevorable consideration.
2. Authority may be delegated to field commenders
to assign officers to permanent stations within their
commands. Individual authorizations define the scope
of the authority delegated.
3. Assignment to specific billets at a duty station will
be made by the ordering authority only in the
instances of key billets or billets requiring special or
technical qualifications. Examples of such billets are
command of stations and ships in commission,
executive officers of major types of vessels and










TMI SERVICE MEMBER LISTED HEREON HAS SEEN OROERED TO YOUR COMMANO.
MMIMn BS





wamyarrgagsrssri e«Tm»rto«»«iv»L OAri rSSFESBSSSB |"oo« o> r»»v«i aawg—awnawaar
ril NO




1 July 197<> AR 612-10
CHAPTER 3
SPONSORHSIP AND ORIENTATION PROGRAM
Section I. GENERAL
3-1. Objective*, a. This program—
(1) Assists service members and their de-
pendents in establishing themselves at their new
duty stations.
(2) Assists and guides new members while
they adjust to the new work environment.
6. Through this program, commanders seek to
create favorable attitudes toward the organiza-
tion by instilling in the member a feeling of be-
longing. An effective program will generate en-
thusiasm and high morale, and will prevent mis-
understandings.
e. Prompt and continuous communication with
• sponsor is very helpful to incoming members
and their families in PCS moves. The sponsor can
provide needed information on housing; schools;
what household goods to ship; vehicle restric-
tion*; and the availability of medical, dental, rec-
reation, and shopping facilities. More important-
ly, during inprocessing the sponsor can assist the
new member adjust to the new work and commu-
nity environment; thus, easing the stress and
anxiety normally associated with PCS moves. On
the other hand, a poorly managed program can
create an impression of command apathy toward
new arrivals.
<L Sponsorship goes further than giving
seeded information. It can become a valuable link
between the incoming member and the gaining
commander.
(1) The exchange of letters between the in-
coming member and a sponsor can reveal and re-
eolve potential problems that could otherwise
cause hardship to the incoming member.
(2) The unit may have certain standards of
performance, conduct, and appearance which may
Conflict with a member's perception and expecta-
tions. This program will help the commander, su-
pervisor, and the new arrival understand what ia
expected.
e. Service members, sponsors, commanders,
and supervisors must understand that sponsor-
ship is a people program which they all have an
obligation to support. Therefore, commanders at
all levels must continuously evaluate their pro-
grama and ensure subordinate commanders/su-
pervisors fully understand this valuable manage-
ment tool.
3-2. Explanation of term*, a. Spon$or$. Individ-
uals designated by name at the gaining organiza-
tion to assist incoming members and their fam-
ilies in making a smooth transition into the unit
and community environment.
6. Spontorhrip. The act of sponsorship is the
guided integration of new members into the unit
and community. This includes the exchange of
correspondence between the incoming member
and a sponsor before the member's arrival, and
assistance and orientation after the member's
arrival.
3-3. Policy. A sponsorship and orientation pro-
gram will be established at installations or equiv-
alent activities (e.g., military communities, sepa-
rate agencies, etc.). Commanders will establish
the necessary controls to ensure all subordinate
commanders/supervisors comply with the spirit
of this program.
3-4. Applicability, a A sponsor will be appointed
for all members shown in paragraph 2-lu.
6. If desired, gaining commanders may appoint
sponsors for members listed in paragiupl. 2-16.
Whenever possible, welcoming letters should be
forwarded to these service members. Normally,
the act of sponsorship for these members will be
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SrriUn II. RESPONSIBILITIES AND I'llOCKIHJHKS
3-5. Major Army commanders. Major Army com-
landers will —
«. Ensure that effective sponsorship and orien-
tation programs are established and maintained
throughout their commands.
ft. Take positive action to minimize diver-
sions. A liberal diversion policy has a negative
impact upon the sponsorship effort.
• t
3-6. Loving commanders. Losing commanders
trill ensure that departing members are —
«. Given oversea orientation briefings. This
will include the TV tapes, films, and briefing
scripts provided by MILPERCEN to installations
•a part of the oversea orientation briefing pro-
grains.
6. Told of-
(1) The sdvantages of writing their sponsors
to get information about their new duty stations
and the surrounding areas. »
(2) The importance of sending the necessary
information to their sponsors.
e. Referred to the local Army Community
Service (ACS) activity to get fact sheets about
the gaining command post. (For enlisted mem-
bers, see step 45, procedure 3-1, DA Pam 600-
8-10.)
4. Counseled about the advantages of complet-
ing a HEADSTART Language Program before
going oversea. Inform them that these language
programs may also be made available to their de-
pendents.
3-7. Gaining commanders. Gaining commanders
wUI-
a. Appoint sponsors for incoming members
within 5 days after receiving OA Form 4787.
When possible, the sponsor should—
(1) Be in a grade equal to or higher than that
of the incoming member.
(2) Be the same sex, marital status, and mili-
tary speciality as the incoming member.
(3) Be familiar with the surrounding area.
(4) Not have received assignment instruc-
tions.
ft. Send welcoming letters to incoming mem-
bers within 10 working days after receiving DA
Form 4787. Informality and information sharing
arc the primary goals of the welcoming letter.
3-2
This letter (fig. 3-1) also will respond to any re-
quest for specific information appearing in item
42 of DA Form 4787. The welcoming letter and iU
inclosures will, as a minimum, contain the gaining
unit's address snd telephone number and should
contain information regarding—
(1) The projected availability of Govern-
ment and economy housing to include, when
available, rent and utility costs and security
deposit and advance rent requirements if the
member is requesting dependent travel. Obtain
this data from the local housing officer.
(2) The location of the family Housing Refer-
ral Office. If members will not be assigned Gov-
ernment housing immediately, tell them to pro-
cess through the servicing Housing Referral Of-
fice before acquiring off post housing (AR 210-50).
(3) Education facilities available for depend-
ents both in the military and civilian commu-
nities.
(4) The types of household goods that are
essential, optional, or not required at an overseas
W. The type of climate and recommended
clothing.
(6) Local vehicle registration, safety, emis-
sion standards, and insurance requirements, and.
when available, typical insurance rates. (The
gsining overseas commander may send s driver's
test booklet to the member.)
(7) The availability of military and civilian
medical snd dental care facilities.
(8) Community servicej snd facilities that
are available both on post and in the local com-
munity.
(9) The host nation culture, customs, and
lifestyle.
(10) Local firearms laws and restrictions.
(11) Problems they might have when ship-
ping pets to the overseas command, e.g., quaran-
tine periods.
c. Ensuio that the sponsors are provided
enough time from their duties to help new mem-
bers.
d. Furnuh a map of the local areJ.
«. Arrange transportation for sponsors to
meet new members arriving with their depend-
ents st tho point of arrival and bring them back to
the unit (overseas only).
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3-8. Army Community Senricr ( A(li|. ACS activ-
ities will assemble and provide current welcome
packets IAR 608-1). Inprocesting through th«
local ACS i« * ncouragmd for ail incoming periun-
3-9. S|M»naor». The sponsor will—
c Forward a welcoming letter to the incoming
member. It will include the sponsor's duty ad-
dress and telephone number. Sponsors are en-
couraged to include their home addresses and
telephone numbers in welcoming letters.
•.. Try to provide information requested by
incoming members.
c. 'Advise members they will be met at the
point of arrival in the area or at the aerial port of
debarkation (APOD).
el Offer to assist in getting temporary housing
(guest bouse or similar accommodations). Contact
lb* Housing Referral Office for guidance and in-
formation. Sponsors will not be required to con-
tract for permanent or temporary housing for the
Incoming members. However, if the sponsor de-
sires to provide this service and the incoming
member agrees on such arrangement, the spon-
sor should seek legal advice about the commit-
ments and liabilities involved before acquiring
housing.
#. After members arrive in the unit—
(1) Accompany members during inprocess-
lag.
42) Acquaint members with the surrounding
area and facilities.
(3) Introduce the members to their supervi-
sors and immediate ehain of command.
3-10. Incoming members. Members will imme-
diately answer letters from their sponsors snd—
«. As soon ss known, inform sponsors of their
times, dates, and points of arrival (include flight
numbers) at the new duty locations. Members
will inform their sponsors of any changes to the
above information.
6. Provide sponsors with a unit mailing ad-
dress and a unit telephone number (commercial
andAUTOVON).
e. Inform sponsors of expected departure
dates from losing duty stations.
d. If desired, provide sponsors with leave ad-
dresses and telephone numbers.
.3-11. Orienlaiion and assistance. A thorough and
timely orientation will start new arrivals off
properly. Commanders and supervisors are re-
sponsible for—
a. Making the new member feel needed and
wanted; therefore instilling in the member the
motivation to contribute to the unit's mission.
They will-
ID Stress the responsibilities of each person
assigned for helping members make a smooth
transition into the organization.
(2) Review with all new members the nature
of members' duties.
(3) Introduce members to esch person with
whom they will work.
(4) Provide members with a tour of the work
area and tacilities.
(5) Explain to new members each person's
function within the immediate organization.
(6) Advise members what is expected in
terms of performance, conduct, and appearance.
(7) Advise members of working hours snd
conditions.
b Ensuring orientation programs are informa-
tive and show a genuine interest in the welfare of
the new arrival with the intent of instilling in
each a feeling of belonging and acceptance.
(1) As a minimum, representatives of the
following activities should give briefings:
(a) Finance and accounting office.
(6) Army Community Service,
(c) American Red Cross.
id) Housing Referral Office.
(«) Army Emergency Relief.
if) The stsff judge advocate.
(2) Include in the orientation—





i») Member's responsibilities to organiza-
tion.
if) Organisation'* responsibilities to
soldier.
ig) How to resolve pay problems.
(A) Rosourccs available to help resolve
personal problems and complaints.
(i) Rules of conduct.
0) Guided tour of organization work area,





(k) Work schedules and work assign-
(f) Labor relation policies if civilian era
ployees are assigned to the organization.
(in) Medical and dental facility locations.
fail Safety program and procedures.
W) Promotion policies (both military and
civilian).
(p) Introduction to other unit members.
iq) Training policies.
(r) Military and civilian performance ap-
praisal system (rating schemes).
it) Activities of local service organiza-
tions such as the Army Community Service.
Army Red Cross, and Army Emergency Relief.
(I) Local religious activities.
(II) Equal Opportunity in Off-Post Hous-
ing Program.
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(v) For the oversea area, language train-
ing program* available at the local Army Educa-
tion Center.
(w ) Loco, Equal Employment Opportunity
Program.
ix) Local community projects that en-
courage cultural, social, and recreational activ-
ities between service members and the civilian
community.
(y) Others,
c. Ensuring the entire family is invited to at-
tend orientations. Request official, semiofficial,
and voluntary organizations to assiit in the orien-
tation of the entire family during the important
adjustment period. It is equally important that
the member's spouse understands the nature of
member's work environment and the opportu-




1 July IVTO AK 612-10
DEPARTMENT OF THE ARMY
HEADQUARTER* 810 AIRBORNE DIVISION
FORT SRAG&. NORTN CAROLINA 21107
AFVC
First Sergeant Robert T. White
Co A, 1st Bn (Reinf ), 3d Infantry
(The Old Cuard)
Fort Hyer, VA 22211
Dear Sergeant Whites
Welcome to Fort Bragg. I am looking forward to your tour of duty with
us because I know it will be rewarding for both you and the 82d Airborne
Division*
X have esked ISC Benjamin J. Jones of 1st Bn (A), 325th Infantry,
telephone: 000-000-0000 (AUT0V0N: 000-0000), to be your sponsor and
to help you become established at Fort Bragg* Sergeant Jones is avail-
able to answer your questions.
He will get in touch with you soon and will do whatever he can to make
your adjustment to the Fort Bragg area as pleasant and smooth as
possible.
In accordance with AR 210-50, you are required to report to the Fort
Bragg Housing Referral Office located in building 212 before making
any commitments for off-post housing In the civilian community.
To speed up delivery of your mall, please use the following eddress
once you have departed your current duty station*
First Sergeant Robert T. White (SSN)
Co B, 1st Bn (A), 325th Infantry
Fort Bragg, NC 29307
I hope that your move will be completed with a minimum of problems. I





ISC B* J. Jones
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MARINE CORPS ORDER 1320.11B
From: Commandant of the Marine Corps
Tot Distribution List
Sub j j Marine Corps Personnel Sponsorship Program
Bnclt (1) Sponsorship Request Form
1. Purpose . To republish instructions for the continuation
of the Marine Corps-wide sponsorship program and to provide
guidance for its administration.
2. Cancellation . MCO 1320. 11A.
3* Background
a. In order to assist Marines in preparing for a change
of station, it is important they be provided sufficient infor-
mation about living and working in a new area. The information
must be provided far enough in advance to aid them in planning
the movement of their families and household effects.
b. Traditionally/ assistance has been provided to trans-
ferring Marines in two fashions; (1) informally through friends
and acquaintances within the Marine Corps who offer information
and guidance on such matters as availability and procurement of
quarters, off-base housing, temporary family lodging, etc., and
(2) by programs similar to this of a more limited scope, such
as "welcome aboard" letters. In order to more formally and
efficiently employ all the resources that can be of use to
transferring Marines and their families, a voluntary Marine
Corps-wide sponsorship program, designed to meliorate, but not
upplant existing command programs, was established in 19 73,
and was received with great success.
4. Discussion
a. The sponsorship program establishes procedures whereby
personnel being transferred may request a sponsor to assist
them at their new duty station and that a contemporary of the
same grade and marital status will be assigned. The commanding
officer of the future command will initially communicate with





the transferring Marine providing information of interest con-
cerning the command and surrounding facilities. The assigned
sponsor will be available to assist in preparations for the
Marine's arrival and in getting settled in the new location.
b. Although the need for sponsorship is most evident for
married Marines in the lower enlisted grades , the Marine Corps-
vide program is open to personnel of all grades, who request
sssistance. It is the intention of this Order to form a
sponsorship program and commanders are encouraged to expand on
its scope to best serve the incoming Marine and to meet the
commands unique situation.
5. Action
a. Transferring Command . All personnel will be advised
Of this program and Sponsorship Request Forms will be made
available to each Marine receiving permanent change of station
orders. If a Marine desires to participate in the sponsorship
program, commanding officers will provide assistance, if needed.
In completing the Sponsorship Request Form and mail the com-
pleted form to the new duty station. The Sponsorship Request
Form, the enclosure, may be reproduced locally.
b. Receiving Command . All commands are encouraged to
fully participate in the program; however, it is recognized
that the assignment of a sponsor to all incoming personnel is
not feasible at some commands. Those commands unable to fur-
nish sponsors may participate in the program by accomplishing
the below listed actions to the extent feasible and, as a min-
imum, providing an expeditious reply to incoming Sponsorship
Request Forms advising that a sponsor will not be assigned and
enclosing information regarding the new duty station that will
be helpful in planning the Marine's relocation.
(1) Upon receipt of the completed Sponsorship Request
Form at the new duty station, commands fully participating will
assign a sponsor of the same grade and marital status and, if
possible, from the organization to which the reporting Marine
will be assigned for duty.
(2) The commanding officer will immediately send a
letter welcoming and advising the reporting Marine of the
assigned sponsor. The letter will contain as much initial
information as possible and invite the Marine to correspond
with the command should there be any questions or desire for
further information. Unofficial personal communication
between the reporting Marine and the sponsor will undoubtedly
be helpful to the Marine during relocation, which is encouraged.





might be construed as the sponsor being a spokesperson for the
command and thereby result in a disservice or disappointment
to the incoming Marine. Any matter of an official nature
should be directed to the convnand for appropriate action.
(3) Commanders should ensure equitable assignment
and not assign involuntarily any Marine a second time to spon-
sorship duties until all other eligible personnel have had the
opportunity to participate.
(4) Upon arrival, the Marine's sponsor should be able
to act as an escort to assist in familiarization *ith the new
duty station and surrounding civilian area.
6. Reserve Applicability . This Order is not applicable to
the Marine Corps Reserve.
X. MCLENNAN










Public Law 9 3-579 (THE PRIVACY ACT OF 1974) , effective September
27, 1975 requires that you be advised of the following:
1. The AUTHORITY for soliciting the below-listed information
is Title 5, U. S. Code 301.
2. The PURPOSE for soliciting this information is to assist
transferring Marines in preparing for a change of station.
3. The routine USE of this information is for Marine Corps
officials to provide the Marine with information and assistance.
4. The information solicited is VOLUNTARY; however, if you
refuse to provide the information, you will not receive the
assistance available through the Marine Corps Personnel Sponsor-
ship Program.
1.
(Grade) (Name) (SSN) fMOST
2. Current mailing address:
3. Estimated detachment date:
4. Leave address:
5. Estimated date of arrival at new duty station:
€• Marital status: , sex and age of dependent
children
__________________________^_______________
7. Anticipated mode of travel:
8. I do (not) desire Government quarters. My family size
vill require 2 3 4 bedroom(s) . Circle one. I have (not)






9. Information requested: YES NO
Schools | j f~~l
Base housing
[ | | |
Off-base housing ^ Q
Pet regulations
[ | | 1
Base brochure
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Chapter t
SPONSOR PROGRAM
2-1. Objective. The Sponsor Program is de-
signed to:
a, Minimize the hardships associated with
personnel movements.
b. Provide effective individualized assistance
to incoming members.
«. Demonstrate to all new members and their
families that they are welcome Additions to the
Installation and the unit.
8-2. Installation Command Responsibilities:
w*- Designate a 24-hour central arrival point
to welcome newcomers.
b. Provide local civilian transportation ter-
minals with publicity which tells newcomers
how to get to the installation (for example,
boa, taxi, etc.)
itt-i- INTRO Program Manager Responsibili-
ties for Sponsorship:
a. Accomplish required action in table 2-1.
b. Review Transaction Register to verify
Report Individual Person (RIP) has been re-
ceived on new gains.
C The ENTRO program manager should re-
view the ENTRO Program Manager Unit Spon-
sor Status listing upon receipt to ensure that
each individual listed has a sponsor, is coded
as ineligible, or does not desire a sponsor. If
the individual is not an ATC student and there
are 45 days or leas until the report not later
than date (RNLTD) with no indication from
the losing CBPO that the individual has made
a choice, the INTRO program manager should
contact the gaining unit to appoint a sponsor.
d. Maintain close liaison with the CBPO to
determine if projected assignments are changed,
cancelled, etc.
«. Ensure through the CBPO that personnel
whose end assignments must be determined
locally are allocated as soon as possible to allow
time for a sponsor to be appointed.
f. Establish a method of designating spon-
sors for people who are not assigned to a spe-
cific unit at the time the assignment brief is
received (for example, 702X0s and other "com-
mon user** Air Force Specialty Codes (AFSCs)).
. f> The losing INTRO program manager will
advise the gaining INTRO program manager
by message when the departing member has
not been .contacted by a sponsor within30days
of the member's scheduled departure. This re-
quirement applies to those members whose re-
quest for a sponsor was submitted far enough
In advance for the gaining unit to respond.
Good judgement must be used in each case.
h. Maintain, on an optional basis, a list of
new arrivals and their last base of assignment.
The listing will provide transferring members
with a local contact who can pass on Informa-
tion about the new base to which the departing
member is going. This listing should contain
only names of volunteers who have a positive
attitude about their last base. Names will be
removed from the list after 6 months.
2-4. Unit Commander Responsibilities:
a. Establish and operate a positive, effective
sponsorship program in accordance with these
instructions. /
b. Accomplish required actions in table 2-2.
c. Forward an official, personal letter of wel-
come to new members.
d. Appoint volunteers as sponsors when pos-
sible.
e. Motivate sponsors. Interview and Instruct
them, and ensure that they are sensitive to the
problems of new members. Selection of spon-
sors of the same marital status and of similar
grade may provide added help for :h« incoming
member.
f. Encourage units to establish volunteer
substitute sponsors who can act aa temporary
escorts to assist in cases where the assigned
sponsor cannot be reached.
g. Establish primary and alternate unit
INTRO program monitors. These individuals
will be the point of contact, and will administer
the sponsor program at unit level. The moni-
tors ensure that all aspects of the unit's pro-
gram are carried out. The name and duty tele-
phone numbers of the unit INTRO program
monitors must be kept current at the 24-hour
arrival point.
• 2-5. CBPO Responsibilities:
a. Outbound assignments:
(1) Include AF Form 60 with levy assign-
ment notification package and ensure assignee
completes AF Form 60 during initial relocation
interview. See paragraph 2-10 for processing
AF Form 60 for personnel assigned to or from
non-collocated units.
(a) If the initiat relocation Interview is
between 30 to 150 days prior to the estimated
departure date, input information into APOS.
(b) If there is more than 150 days prior
to departure, input of the information may be
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suspended. (Should extenuating circumstances
exist and the reassignees need a sponsor, the
information can be input in excess of 150 days).
A suspense TR notification will be generated
ea the 90th day.
(c) If there is less than 30 days until
the estimated departure date, or a member is
diverted with less than 30 days before the re-
porting date, send a message to the gaining
INTRO manager providing the information nor-
mally included In AF Form 60. Indicate in the
message whether to mail sponsor information
to the individual's current address or leave
address. Provide a copy of the message to the
local INTRO manager to follow up on appoint-
ment of sponsor. On diversion actions, include
the original gaining INTRO manager aa an in-
formation addressee.
b. CBPO Personnel System Manager Re-
sponsibilities:
(1) Provide sponsorship transaction reg-
ister to INTRO program manager.
(2) Provide all appointment of sponsor
RTPs on inbound assignees to INTRO program
manager.
(S) Provide multi-RIPs (INTRO Manager
Unit Status Rosters) on inbound and outbound
assignees to local INTRO program manager
waekly.
(4) Assist INTRO program manager in
opdating sponsor information to losing CBPOs
on inbound assignees desiring sponsor.
*2-«. 24-Hour Arrival Point Responsibilities.
The 24-hour arrival point provides a point of
initial contact for new arrivals; particularly,
those who arrive after duty hours and may
need assistance or have personal problems. The
primary function is to help newcomers until
the sponsor or INTRO manager can take over.
a. Welcome newcomers, provide sponsor in-
formation, base information and arrange for
temporary billeting.
b. Notify the sponsor of the newcomer's ar-
rival, unless the member desires to do so, or if
the sponsor cannot be contacted or is unknown,
advise the unit INTRO monitor.
c Maintain listing of incoming personnel
and information on their sponsors. (Utilize
INTRO Sponsor Status Roster).
d. Maintain listing of unit INTRO monitors.
«. Establish special procedures to assist new
arrival where circumstances have precluded
sponsor's initial contact with newcomer (para-
graph 2-1 If (3).
f. Be knowledgeable of the local transporta-
tion situation to assist personnel arriving at
commercial terminals in proceeding to the In-
stallation.
2-7. Sponsor Responsibilities. Accomplish all
actions on the RIP, to include a personal wel-
come letter to the new member. Recommended
content of the welcome letter is in attachment
2.
2-8. Personnel Eligible for Sponsorship:
a. All personnel involved in a permanent
change of station (PCS), except as indicated in
paragraph 2-9, are eligible for a sponsor.
b. Foreign exchange officers, when possible.
c. PCS pipeline students going to or between
technical training centers for more than 20
weeks with dependent travel authorized.
d. Sponsors are mandatory for:
(1) All first-term enlisted personnel, ex-
cept as indicated in para 2-9.
(2) Members diverted to a new base when
assignment notification is SO days or less.
2-9. Personnel Ineligible for Sponsorship. The
following personnel are not eligible for sponsor-
ship (however, they receive special assistance
on arrival at a new duty station) :
a. Oversea returnees who are separating or
retiring at port of entry.
b. Inbound students to a professional mill*
tary school of the Air University, and those
sponsored by other services or nations such ss
Army Command and General Staff College,
Royal Canadian Air Force Staff College; stu-
dents in the Air Force Institute of Technology
Program; and students attending undergrad-
uate pilot or navigator training.
NOTE: students completing such courses and
proceeding PCS to new duty stations are in-
cluded in the sponsor program.
c. PCS pipeline students going to or between
technical training centers (except as indicated
In paragraph 2-8c).
2-10. Sponsorship Procedures for Unit without
Direct Access to the Servldng Base DPI:
a. The intent of the automated sponsorship
phase of INTRO is to get the assignee in touch
with a sponsor at the new location in a timely
manner. However, the geographical location of
the servicing CBPO and DPI may require ac-
tion outside the system. Mail or message spon-
sorship actions are in addition to APDS re-
quirements, and should only be accomplished
when the timely appointment of a sponsor
through APDS is not possible, such as person-
nel with less than 90 days of assignment noti-




TARLI 2-1. INTHO PROGRAM MANAGER PROCEDURES FOR PROCESSING NOTIFICATION OF NEW ARRIVALS
When notification, RIP or message, is received the
INTRO Program Manager will:
Take these steps:
When sponsor is requested or mandatory
Determine gaining unit If gaining unit Is unknown, contact manning con-
trol. If new unit cannot be determined, forward letter and sponsorship kit
to individual. (After detremination of unit, normal sponsor procedures
•ppiy.)
Forward notification to gaining unit with a 5-day suspense
•
On receipt of sponsor's name:
a. Input required information into BLMPS.
b. Advise 24 hour arrival center. Utilize INTRO Sponsor Status Roster.
NOTE: If individual is coming from BMT or a Tech Training Center as a
DDA*. update SPON-STAT (DIN ARA) to "8" and forward RIP to unit
for appointment of sponsor.
Wbea sponsor is not requested Forward notification to unit and advise 24-hour arrival point. Utilize
INTRO Sponsor Status Roster.
TABU 2-2. UNIT PROCESSING OF NOTIFICATIONS OF NEW ARRIVALS FROM INTRO PROGRAM MANAGER
The Unit Commander will: Take these steps:
Wbea member declines sponsor Send welcome tetter and sponsor kit to individual within 7 days.
Meet new member and begin unit orientation NLT IS days after arrival.






Appoint a sponsor within S days and ensure sponsor understands duties.
Forward welcome letter including sponsor's name to individual within 7
days.
Annotate notification with requested information and return to INTRO
program manager within 5 days.
Meet new member and begin unit orientation within IS days of arrival.
When time precludes sponsor from contacting incom-
ing member by letter before arrival
Ensure sponsor is appointed and meets new member at 24-hour arrival
point.
Annotate notification with requested information and return to INTRO
program manager within 5 days.




Mai to contact a sponsor. Reassignment of personnel from one
base to another who are serviced by an INTRO program man-
ager not collocated with the unit will utilize the procedures de-
scribed. Examples or personnel in this situation are personnel
assigned to AFOSI or AFSS.
(1) Whenever possible the automated sponsor pro-
cedures will be relied on for handling sponsor requests and
sponsorship appointments. To provide tiely processing or spon-
sor requests. AF Form bO should be returned with the initial
reassignment package to the serviceing CBPO or be Tilled out at
the time the member comes to the CBPO for his initial reassign-
MM interview. All reassignment sponsorship requests must be
entered into APDS from the AF Form 60 by the servicing
CBPO outbound assignments workcenter.
(2) When the reassignment is from or to a unit not
locally serviced by a DPI. the INTRO manager or unit INTRO
monitor will mail a copy of the AF Form 60 to either:
(a) The gaining unit INTRO monitor in cases where
reassignment is to a unit not collocated with the servicing
INTRO manager.
(b) The gaining INTRO manager in cases where
reassignment is to a unit collocated with the servicing DPI.
U) When the unit INTRO monitor receives AF Form 60
information by mail or message from the Using unit, sponsor
information will be provided directly back to the losing unit in
addition to the servicing INTRO manager for entry into APDS.
Appointment of sponsor requirements and information can be
provided by telephone or message between the gaining unit's
servicing INTRO manager and the unit INTRO monitor for
nits not collocated with the servicing DPI.
b. Sponsorship procedures for newly commissioned reserve
officers called to active duty:
(1) Reserve officers called to active duty will receive an
AF Form 60 from ARPC with instructions and a self-addressed
envelope (addressed to the gaining INTRO manager) along
with the initial assignment notification package. If there is less
than 30 days between assignment notification and report not
biter than date, ARPC witj send a sponsorship message includ-
ing member's address to the gaining INTRO manager.
(2) Opining INTRO managers will not contact new
accession until either a completed AF Form 60 is received from
the member or a message is received from ARPC. This pro-
cedure is necessary to avoid a CBPO or DPI calling a new acces-
sion based on an assignment action notice in the personnel
system before he is officiary notified by ARPC.
2-11. Ah Training Command Seaio Military and Technical
Training Canter Proceduree for Processing PCS Student Ora-
duetae:
• a. Special attention n given to students or eliminees who
receive their assignments within J days prior to departure or
those whose assignments are changed after departure. In these
cases, phone or send a message to the gaining INTRO manager
and include the following data: students name, grade, SSAN.
unit, shipping AFSC, departure date, RNLTD and leave
address.
*b. Deleted.
c. The use of AUTOVON is encouraged to support the
Sponsor Program. (Every effort should be msde to make the
AUTOVON available to students 24-hour a day.)
d. Ensure thai all students understand the provisions of
sponsorship, and what assistance they can expect to receive
from their sponsors.
e. Students relocated to or between ATC Installations
(other than initial duly assignments and those indicated in
paragraph 2-lc) are not included in the sponsorship, phase.
(ATC has programs specifically designed for these students.)
* f. Circumstances may prevent the welcome letter and base
information from being dispatched in time to reach the
newcomer prior to departure from the Technical Training
Center. In these cases, procedures are established by the TTCs
to forward the welcome letter and base information packages to
the departing member's leave address. Newcomers arriving
unannounced at their new duty station receive the full attention
of the INTRO program manager, unit commander, and sponsor
upon their arrival. The 24-hour arrival point should be fully
aware of these situations and assist accordingly. For example:
(1) Student graduates of courses which last 14 days or
less and do not take leave.
(2) Student eliminees who are normally reassigned and
enroute to their new location within 48 hours sfter elimination.
(3) Self-pace students whose graduation dates are some-
times advanced near the end of the formal training course.
2-12. Queationneiree. Questionnaires designed to evaluate
initial portions of the sponsorship phase will be administered to
each new arrival during in-processing. Questionnaires can be
amended with questions pertinent lo the local environment.
However, the addition of attitude and opinion questions should
be processed in accordance with AFR 30-23. Questionnaires
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will be reproduced locally and maintained in
accordance with AFR 12-60, Table 35-4, Rule
28.
2-13. Base Fact Sheet:
a. Content. The base fact sheet will include
the topics listed in the format in attachment 3.
Additional topics may be added at the discre-
tion of the local installation commander. How.
aver, the purpose of the fact sheet is to help
the newcomer reach the new base and to famil-
iarize him or her with the new surroundings.
It should be brief, preferably both aides of one
page, and is not intended to duplicate the base
guide or base familiarization handout which
the Individual will receive during in-processing:.
b. Processing;. The INTRO manager will pre.
para, with the assistance of the Base/OI, a
camera-ready fact sheet which will be for-
warded to MAJCOM/DP. INTRO OPR for ap-
proval. MAJCOMS will forward a copy of the
approved fact sheets to each ATC Technical
Training Center/DPI (see attachment 8). Im-
portant changes, particularly those affecting
travel must be forwarded by the MAJCOMs
as they occur. However, emphasis should be
placed on osing hard data that will not require
frequent update. Changes will be submitted as
complete camera-ready pages suitable for re-
production.
2-14 Bass Familiarization Handout. The pur.
of the base familiarization hand out is to
provide concise, easily understood information
on base facilities, services, and unique local eon.
ditions which newcomers and their dependents
need immediately upon arrival at their new
base. Information should include base facilities
and services available, their location, and oper-
ating hours. Other information such aa local
uniform options, including mandatory wear
periods, local traffic hazards, off-limit estab-
lishments, etc., should be addressed. The in-
formation is prepared by the function respon-
sible for the activity. The handout is a resume
with guidance on where to obtain additional
information. The INTRO program manager is
responsible for compiling the handout and en-
suring it is distributed during in-processing.
2-15. Mailing Sponsor Kits. The family serv-
ices sponsor kit which is mailed by the sponsor
or commander provides information needed by
the newcomer. The INTRO manager should
ensure the kit contains at least those items
listed in attachment 2, paragraph Id. The in-
dividual mailing the kit is required to endorse
the envelope with the proper mail classification
prior to forwarding it to the base DA for mail-
ing, for example First-Class or Third-Class.
a. A kit sent to a CONUS location should be
mailed third-class when the member has 30
days or more remaining at current duty station
when the kit is msiled.








ATTN OF: (Office addresa symbol)
SUBJECT: Reception of Newly Arrived Personnel
TO : All Incoming Personnel
1. Welcome to I am pleased you have 'been
assigned here, and hope this letter will make your arrival ae
easy as possible.
2. Upon reaching the base, you should report to the 24-hour
arrival point, at building
, room (if more than
one exists, indicate locations and hours of operation). At the
24-hour arrival point, information pertaining to your spon-
sor, signing in, temporary billeting, meals, etc, will be given
to you. You will also receive information on personnel in-
processing requirements and procedures.
3. For your convenience, a map of the installation is printed
on the reverse side of this letter to assist you in locating the
above facilities.
4. I hope that this letter will help you in reporting to
, and that your assignment here will be both a
pleasant and rewarding experience for you.
(signature)






A-a AFR 35-35 Attachment 2 1 November 1976
CHECKLIST FOR SPONSOR WELCOME LETTER
L Contact the individual you are sponsoring
by letter conveying warmth and sincerity and
expressing ideas and recommendations con-
earning the member's pending arrival. Put
yourself in the newcomer's place and provide
the information you would need. The letter and
associated material should include, but is not
limited to:
a. Tour duty and home telephone numbers.
b. A statement that you wiU meet the new-
comer at point of arrival, and help with proces-
sing into the installation.
C Offer to assist the newcomer in obtaining
temporary housing (such as guest house, motel,
or other accommodations). The sponsor will
not commit the member financially without his
or her consent
d. Provide the following material, supplied
by the INTRO program manager (ensure that
all material Is current snd adequate)
:
(1) A map of the local area.
(2) Information about base and community
service facilities.
(8) Installation and state vehicle registra-
tion information.
(4) Other information of immediate im-
portance.
(5) A base guide.
(6) A base fact sheet
a. Housing:
(1) Find out from the newcomer whst his
or her military family housing or single hous-
ing requirements are. Remind the individual
that a member may apply at the losing base
for military family housing by sdvance applica-
tion (DD Form 1746, Application for and As-
signment to Military Family Housing) in ac-
cordance with AFM 30-6.
(2) General information on housing in the
local community (if applicable).
f. Information on public, private, and paro-
chial schools (if applicable).
g. Information (for oversea assignees) on
household goods that are essential, optional,
or not required at the oversea location.
h. A mailing, address for the member. If
serviced by s USAF Postal Service Center, ob-
tain a box number 90 days prior to the mem-
ber's "report not later than" date, and advise
the member accordingly.
I. Banking information auch as a suggestion
to establish a checking account prior to depart-
ing old station. This can be useful in transit; at
many oversea bases there are no US banks
where a checking account can be established.
Additionally, it is often more economical to
pay creditors by check rather than by money
orders. This should be only a suggestion ; each
individual must decide what course of action to
take.
2. Sponsors msy encourage their spouses to
correspond with the newcomer's spouse (if ap-
plicable).
3. Resd the base guide and the base fact sheet
Information required above that is in one of
these publications need not be covered In your
letter to the individual.
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VFR 35-35(Cl) Attachment 3 22 April 1977 A-3
BASE FACT SHEET FORMAT
NAME OF BASE AND COMMAND:
LOCATION : (Include directions from nearest civilian community)
.
LOCATION AND TELEPHONE NUMBER (AUTOVON and civilian area
codes of the INTRO manager and 24-hour arrival point.)
INTRODUCTION: (General information about the base, time zone,
weather patterns, and other items of interest which may not be in other
publications or would assist the individual in getting to the base.)
MEDICAL FACILITIES. (Indicate special CHAP or CHAMPUS condi-
tions.)
TEMPORARY ACCOMMODATIONS. (Availability, how to make reser-
vations, telephone number, and rate.)
TRANSPORTATION TO THE BASE. (Include common carrier schedules
if practical. Discuss any unusual local transportation problems.)
WHO TO CONTACT IN EVENT OF EMERGENCY WHILE ENROUTE:
PROVIDE KEY PHONE NUMBERS FOR BASE SERVICES. (Base taxi,
billeting office, etc.)
^Travel and Moving Expense (the following remark is mandatory on
-each fact sheet upon next fact sheet revision)
:
There are income tax advantages associated with the cost of moving. You
should keep records and receipts on all expenses incurred during your
move including those incurred after you arrive at your new duty location
(for example, travel expenses, meals and lodging, meals and lodging while
occupying temporary quarters, expenses attributable to the sale, purchase
or lease of your residence, etc.) After you have completed your move,
consult your organization's legal assistance officer who will assist you in
preparing the proper tax forms.
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AFR 35-35 Attachment S 1 November 1976 A-S
INTRO SPONSORSHIP QUESTIONNAIRE
PRIVACY ACT STATEMENT
Tfcln information questionnaire Is authorized for solicitation by Federal SUtuU Title 10, U.3.C., Section Mil
Executive Order 9397 and APR 35-3S
The information from thi-t questionnaire will be used by the base INTRO program manager to assess the operat-
ing efficiency of the INTRO program and to ensure that your arrival on this base haa been aa pleasant and in-
formative aa possible.
Although participation in this survey is entirely voluntary, you are encouraged to complete It. Provide the INTRO
program manager with information concerning your arrival. No adverse action of any kind may be taken againat
aay individual who elects not to participate in eny or all of thie survey.
Name Grade
Unit Duty AFSC
Time in Service: Yean Months
Date and time of arrival on base
Today's date __________^_____^^____^____^____^___
In the questions that follow, please circle each of the answer choices that apply.
L What was your last duty status before coming to this base?
a. Airman student at Basic Military Training
b. Airman student at a Technical Training Center
& Other, specify




i. Which of the following did you receive prior to arriving at this station ?
a. Welcome letter from my new unit commander
b. Welcome letter from my sponsor
e, Sponsor kit (base information package)
d. None of the above
4> Did you have a sponsor appointed before your arrival at this base?
a. Yea, and the sponsor met me when I arrived at this base
b. Yes, but the sponsor did not meet me when I arrived at this base
e. No, but one was appointed as soon as I arrived
1 d. No, I wantons but I still don't have one
e. No, I did not want one „ ,
msjiwar* «nur VATK yewr fce»&v







i. 6. Were you advised upon yei» arrival at Wwa bnui n te inpui e te Hm tUTHO prBg*mim-WMmmgiT we
the 24-hour arrival point tW **»«*ta#.«a*
a. Yea
b. No
Please provide any comments which you feel would be of value in making the INTRO program as
responsive as possible to the needs and desires of newly arriving personnel.




LIST OF INTERVIEWS CONDUCTED CONCERNING CIVILIAN RELOCATION
PROGRAMS
Beck, Annette, Relocation Coordinator, Adolph Coors Company,
Golden, Colorado, 12 August 1980.
Field, Molly H., Employee Benefits Representative, Gulf
States Utilities, Beaumont, Texas, 11 August 1980.
Froehlich, G.R., Manager - Employee Relations, Johns-Manville
Products Corp., Lompoc, California, 15 August 1980.
Gilmir, Marjorie, Relocation Administrator, Diamond Shamrock
Corp., Cleveland, Ohio, 7 August 1980.
Grieco, Nick, Manager of Employee Relocation Services,
FMC Corp., Philadelphia, Pennsylvania, 11 August 1980.
Hord, Terry, Summer Intern, Cummins Engine Co., Inc.,
Columbus, Indiana, 11 August 1980.
Jones, Marjorie, Director of Personnel, NCR Corp., Dayton,
Ohio, 12 August 1980.
Kerney, R. Howard, Relocation Administrator, The Upjohn Co.,
Kalamzaoo, Michigan, 12 August 1980.
Lamb, Karin, Corporate Manager of Personnel Programs,
Baxter-Travenol Laboratories, Deerfield, Illinois, 11 August
1980.
Martin, Helen, Employment Representative, Title Insurance
Co., Los Angeles, California, 14 August 1980.
Nielsen, James M. , Manager of Corporate Relocation Services,
Eastman Kodak Co., Rochester, New York, 11 August 1980.
Richardson, Mark, Manager of Management Employment, Hanes
Knitwear Division, Winston-Salem, North Carolina, 11 August
1980.
Sarahan, Charles, Assistant Director of Bank Supervision,
Federal Deposit Insurance Corp (FDIC) , Washington, D.C.,
12 August 1980.
Thomas, Dave, Manager of Employee Services, The Goodyear
Tire and Rubber Co., Akron, Ohio, 11 August 1980.
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Walsh, Mrs., Benefits Administrator, Emery Air Freight






survivor. (.Supreme i-otirt l><uii»ii,
M.K.irt v* U. .S. - May In, Ivii'j,
No. 40* - October linii, lit.tt)
(f) III CuaeS Hut liiri ilh ally covered
l>y this wlu.h, in tin- > >|>im >ti <>i the
commanding uiiiuT, .< r. within its
inti'iit, th. Coi'iimaiidaui (G-i') will be
adv'laed •! tin- i_ii-v.uiii3ljin.es and a
deiisiou ii'i|uc st ed.
MANUAL l-A-l
4-A-4 SPONSOR SERVICE I
(a) Ccn.- r.il. Ii 13 d|i|ii'o[in.itc that
must Coast Guard f.nmlii . rely on the
cummuiiiiy to provide housing and other
family support se rvices. It i. impor-
tant trout m-iiiy -.tuudpoinl 3 tltat they
know eno igh a bunt the community in
advance su tlial they arc able to make
informed lie. uiun. on win ru they can
expect to find housing and other service.
that will adequately satisty their par-
ticular n< i(U. There i. Little argument
that relocating to a new duly station
and gettii g established in a new commu-
nity can l.e a trying experience. Some
members require little >>r no assistance
while others have unique requirements
that cannot be met by providing just a
standard packet of information. The
individualized assistance and support
a number and his dependents receive
from the new command can set the tone
for the tour and significantly impact on
the member's satisfaction or dissatis-
faction w.th Coast Guard life. Positive
command interest and sponsor enthusiasm
is invaluable at this critical time in
attitude formulation and support at all
levels is required to insure effectiveness
of the program.
(b) Procedures
(1) Assignment of a sponsor is
mandatory for:
a. All personnel on PCS orders
to or from an overseas unit, or to a
unit schc tuled to be deployed on an
extended assignment at the time of the
member's reporting date.
b. Personnel on initial PCS
orders (recruit training graduates,
Academy graduates, OCS graduates.
etc.). Training command > iirruuU
should provide a description ni the
Coast Guard Family Housing l J rogram
including a description of Government
housing, teased housing, pay concepts;
eligibility criteria; housing referral;
sponsor program, bee sul>|>ai-agraph
(7) for special procedures lor recruit
training i enters.
(l.) Sponsors will be assigned to
other personnel when requested.
(J) All personnel requiring or
desiring a sponsor shall have one
assigned who is preferably, hut not
necessarily, of similar circumstances.
If a sponsor cannot feasibly he assigned
from the member's new unit, assistance
should be requested from other units
in the same geographic area.
(4) It is not considered nei essary
that the designated sponsor duplicate
the el forts of an established HAUL.
(Housing Referal) office. Wherever
HAIL resources are available liny
should be used to coordinate sponsor
services. At those units where HAIL
offices have not been established, a
designated sponsor shall be respon-
sible for:
a. Contacting the in. inning
member or his family, to determine
what can be done to assist them. A
telephonic contact is recommended
whenever possible. In this connection,
the use of FTS is authorized in CONUS
and the use of AUTOVON is authorized
wherever available.
b. Providing information and
assistance which would include, but
not be limited to:
1. Availability of housing:
i.e.. Government owned or leased,
private rental areas, general costs,
etc.
Z. Arrangements for tempo-
rary lodging until the member is able
to make a permanent establishment.
3. Type and location of medical
facilities.
4. Information concerning





I-A-5 u. s. r.OA.st r.uARD
4-A--»(b)(4)b. S. Locution .1 ..r lack .f
« uniiiiin!i.i r> ami esitiange ilni. ».
O. Lilt, .ll Kill of Sill, ida auj
special edui at inn iaci lilies .»s required.
7. Gctii.-r.il information con-
corning n-cri-utioii.il lacilit «••:•.
8. Special duiliing requi reuivnts.
(5) In c.i.si-.-, when.- i-mii urretil travel
is nut being perlormml, lln- r.-. .- iv ing
units .sli.ill {•*•' y particular ..ft. i.u.mi tu
insure lli.it tin dependents involved arc-
provided the lu-tn-i its ut this program
wlun ariM entry is authorised.
(6) fJ.ivy Sponsor Notifies ticn
(Form N.W'HKRS I 5 Sti /
_1 ) will be u.-^i
in connection with the sponsor services.
Transferring units will tuni|)U-u- this
form and forward it to the number's
destination as soon as possible after the
receipt of orders.
(7) When units assignments are
made at CG Training Centers. Cape
May and Alameda, all married recruits
.in well as those single ri-t rtiiis ordered
tu a unit without quarters available,
shall be furnished form NAVPERS 1330/2.
The completed form should include the
telephone number at the member's
leave address and the form should be
mailed immediately to the new duty
station. These recruits should be advised
to expect added expenses in c ainection
with the initial cost of deposits and
advance rent. Receiving units should
take immediate a ction to contact the
member because of the tight tune frame
from the tirm unit assignments are made
to the time the graduate departs from the
recruit training center. If the recruit
has departed before contact is made,
every attempt should be made to
communicate with the graduate at his
leave address.
4.-A-5 TRANSFER ORDERS
(a) General. Transfer orders are not
travel orders, but constitute the basic
authority for issuing travel orders.
(b) Transfer Orders Issued by the
Commandant
(I) Offic e rs. Message transfer
orders may tu- isaued lor permanent
change of station fur olficers. However,
travel orders ari normally issued by
the Commandant as set forth in Art-
icle 4-D-.il>. Transfer orders direct-,
wig temporary additional duty may be
issued in letter or message form.
(£) Enli sted Personnel
a. Transfer orders issued by the
Commandant directing temporary
additional duly tor enlisted personnel
will be issued in letter or message
form.
b. Transfer orders directing
permanent change of station orders
will be issued by letter, m-ssage or the
Enlisted Transfer Order. The Enlisted
Transfer Order (ETO) is n .rmally
issued weekly and numbered in sequence
for each fiscal year as 1-7 >, 2-75, etc.
C. A list of explanatory notes
which are required to be O mpleted prior
to detachment peculiar to certain types
ot orders are contained in \ppendix 4-5.
Applicable instructions will be referred
tc by designated letters in ETO and mes-
sage orders.
(c) Transfer Orders Issued by Dis-
trict Commander s. District com-
manders may use a format similar to
the Enlisted Transfer Ordi r or may
it-sue enlisted transfer orders in letter
or message form.
(d) Action Upon Receip t »f Transfer
Order. When a command" -actives
orders for the transfer of • nlisted per-
sonnel, the travel order is uing officer
shall comply with the provisions of
Article 4-C-10, and advise the trans-
ferring authority immediately if the
individual s not considered qualified
for the assignment.
(e) Signatures. Transfer orders will
be signed by those officers authorized
by Article 4-A-2 to transfer personnel
and such staff or subordinate officers
as are designated in writing to sign
transfer orders originating within the
command. Facsimile signatures are










HVAICE CHARGE TO CHAPTER 4 PERSHftR/HflMlRTORY ASSIGNMENT OF SPONSOR
All ENDORSEMENT TO TRAVEL ORDERS REGARDIN6 RELEASE FROM MANDATORY
ASSIGNMENT TO GOVERNMENT HOUSING
R. PERSHAN (CG-20?)
1. RECENT POLICV CHANGE NOW REQUIRES THE AANDATORY ASSIGNMENT OF
A SPONSOR FOR ALL PERSONNEL ON PCS ORDERS. ACCORDINGLY! THE
RECEIVING UNIT NILL PROVIDE SPONSOR SERVICES TO ALL MEMBERS
(HARRIED AND SINGLE). IT IS IMPORTANT FROA HANY STANDPOINTS THAT
MEMBERS KNOW ENOUGH ABOUT THE COMMUNITY IN ADVANCE SO THAT THEY
ARE ABLE TO HAKE INFORMED DECISIONS ON WHERE THEY CAN EXPECT TO
Fill HOUSING AND OTHER SERVICES THAT HILL ADEQUATELY SATISFY THEIR
PARTICULAR NEEDS. SOKE HEHBERS REQUIRE LITTLE OR NO ASSISTANCE
HHILE OTHERS HAVE UNIQUE REQUIREMENTS THAT CANNOT IE MET BY
PROVIDING JUST A STANDARD PACKET OF INFORMATION. POSITIVE COMMAND
INTEREST AND SPONSOR ENTHUSIASM IS INVALUABLE AT THIS CRITICAL TIME
II ATTITUDE FORMULATION. SUPPORT AT ALL LEVELS IS REQUIRED TO
IISURE EFFECTIVENESS OF THE PROGRAM. IN ORDER TO PROMULGATE THE
POLICY WITHOUT FURTHER DELAY* PENDING THE RECEIPT OF A CHANGE TO
REF A INSERT THE FOLLOWING PARAGRAPHS TO ART 4-A-4(B):
.(1) ASSIGNMENT OF A SPONSOR BY THE NEW COMMAND IS MANDATORY
FOR ALL PERSONNEL ON PCS ORDERS.
(2) PERSONNEL ON INITIAL PCS ORDERS (RECRUIT TRAINING GRADUATES*
ACADEMY GRADUATES* OCS GRADUATES* ETC.) SHOULD BE PROVIDED ADDI-
TIONAL FIRST TIME INFORMATION ON THE COAST GUARD HOUSING PR06RAH
WHICH INCLUDES A DESCRIPTION OF GOVERNMENT OWNED HOUSING. LEASED
HOUSING* AND THE ELIGIBILITY REQUIREMENTS FOR BOTH* HOUSING
REFERRAL* BASIC ALLOWANCE FOR QUARTERS CONCEPTS* AND THE SPONSOR
PROGRAM. ALL AS PART OF THE TRAINING COMMAND CURRICULA. SEE




W fill PERSONNLL SHALL HAVE ft SPONSOR RSSIGHEB WHO IS
PREFERABLY* BUT NOT NECESSARILY. OF SIMILAR CIRCUMSTANCES. IF R
SPONSOR CANNOT FEASIBLY BE ASSIGNED FROM THE MEMBERS NEW UNIT*
;$$ISTA«CE SHOULD BE REQUESTED FROH OTHER UNITS IN THE SANE
GEOGRAPHIC AREA.
(4) WHEN UNIT ASSIGNMENTS ARE HADE AT CG TRAINING CENTERS*
CAPE NAY AND ALAMEDA, ALL RECRUITS SHALL BE FURNISHED FORM NAVPERS
1330/2. THE COMPLETED FORM ... AT HIS LEAVE ADDRESS.
2. ADDITIONALLY* INSTANCES HAVE OCCURRED WHEREBY MEMBERS HAVE HADE
ARRANGEMENTS FOR HOUSING IN THE CIVILIAN COMMUNITY WITHOUT CONTACTING
THEIR NEW COMMAND. THIS SITUATION IS TROUBLESOME IN THOSE INSTANCES
HHERE ASSIGNMENT TO GOVERNMENT HOUSING IS MANDATORY AND HAS RESULTED
II MEMBERS BEING FORCED TO VACATE CIVILIAN HOUSING AT OWN EXPENSE.
II ORDER TO ENSURE THAT MEMBERS BO NOT MAKE ARRANGEMENTS FOR HOUSING
II THE CIVILIAN COMMUNITY WITHOUT OBTAINING A RELEASE FROH MANDATORY
ASSIGNMENT TO GOVERNMENT HOUSING FROM THEIR OWN COMMAND* INDIVIDUAL
ACKNOWLEDGEMENT MUST BE OBTAINED. IN ORDER TO PROMULGATE THE ABOVE
POLICY REGARDING RELEASE FROM MANDATORY ASSIGNMENT TO GOVERNMENT
QUARTERS WITHOUT FURTHER DELAY* PENDING THE RECEIPT OF A CHANGE TO
REF (A). INSERT THE FOLLOWING SENTENCE TO ARTICLE 4-D-20(B>
BLOCK 11:
4
BLOCK 11 ENTER ADDITIONAL INSTRUCTIONS.. .LIST ADDITIONAL
HEHBERS. ALL TRANSFER ORDERS MUST CONTAIN THE FOLLOWING
STATEMENT: "A RELEASE FROH MANDATORY ASSIGNMENT TO GOVERNMENT
HOUSING HUST BE OBTAINED FROM YOUR NEW COMMAND PRIOR TO PRO-
CURING HOUSING IN THE CIVILIAN SECTOR OF THE AREA OF YOUR
NEW DUTY STATION. (SEE (C) BELOW)"
3. THIS CHANGE IS EFFECTIVE IMMEDIATELY UPON RECEIPT AND HILL BE
INCORPORATED IN A FORTHCOMING CHANGE TO REF (A).
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Subjt Relocation Assistance Upon Transfer
2 APR 1980
CANCELLED: 2 OCT 1380
1. PURPOSE . With the peak transfer season due to begin, the Office
of Personnel reminds all members that relocation assistance is
presently available through (1) commercial home-finding services
for prospective buyers, and (2) permissive orders (authorized
absence) to search for a new residence.
2. DISCUSSION .
a. Commercial home-finding services are available at NO COST to
the individual. The firms providing this service function
aa your representative to real estate brokers and in this
capacity their compensation is provided through co-brokerage
commissions. Generally home finding services include: (1)
professional personal counselling in order to guide the
buyer into the most suited area within a community; (2) a
community package which contains local information regarding
schools, taxes, recreation, utilities, and other special
Interest items; and (3) follow-up interviews to determine
whether the selected community area is appropriate and
whether the services by particular real estate brokers are
satisfactory. The advantages to the member would be early
familiarization to the new community, thereby reducing home
search time and the attendant temporary living expenses. It
must be understood that the only connection the Coast Guard
has with these commercial firms is to pass the information
about their program on to you. You are under no obligation
to use these services and may participate or' discontinue
using them as you wish. For information on how to take
advantage of home location services, write to: Commandant
(Q-PS-7), Washington, D.C., 20593.
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2. b. The new policy of allowing permissive orders to search for a
new residence Is Intended to allow 5 consecutive working
days of authorized absence to search for a residence at the
new duty station. The 5 working day period may be combined
with leave or liberty; it may not be combined with travel or
proceed time. Permissive orders should be Issued by the
authority of the commanding officer of the old duty
station. It has normally been the province of the
commanding officer at the new duty station to grant special
liberty to allow a recent arrival time to settle their
affairs upon reporting aboard. All personnel who need to
search for a new residence whether married or single, home-
owner or renter, may be authorized administrative absence
through permissive orders.
3. ACTION . All commands shall disseminate this Information as
widely as possible.
W. M. STEWART





TO amend chapter 13 of title 14, United States
Code, to provide relocation assistance for
Coast Guard personnel, and for other purposes.
Be it enacted by the Senate and House of Representatives
of the United States of America in Congress assembled
,
SECTION 1. Chapter 13 of title 14, United States Code,
is amended by inserting after section 475 the following new
section:
•$475a Relocation Assistance
(a) Under such regulations as the Secretary may
prescribe and to the extent considered necessary and
appropriate, as provided therein, appropriations or other
funds available to the Coast Guard for administrative
expenses are available for the payment of all or part of the
following costs incident to the transfer of Coast Guard
members from one duty station to another duty station for
performance of permanent duty:
"(1) Expenses incurred as a result of the sale of a
member's residence at the old duty station and purchase of a
home at the new duty station. Reimbursement for brokerage
fees on the sale of the residence and other expenses under
this paragraph may not exceed those customarily charged in
the area where the residence is located. Reimbursement may
not be made for losses on the sale of the residence.
158

(2) Expenses incurred as a result of any increase in
the interest rate for a member's home mortgage at the new
duty station in comparison to the interest rate on the
member's home mortqage at the old duty station. The mortgage
interest rate at the new duty station used in calculating the
difference in mortgage interest rates between the old and new
duty stations may not exceed the rates customarily charged in
the area where the new residence is located.
"(3) Costs of providing ccrr.nerciai relocation
assistance, including, but not limited to, payment of service
fees for contracted home buying services.
"(b) The Secretary may delegate, and authorize successive
redelegation of, or.y of the duties or powers conferred on him
by this Act.".
SECTION 2. The table of sections at the beginning of chapter
13 of title 14, United States Code, is amended by inserting
after the item relating to -section 475 the following new
item:





UNITED STATES COAST GUARD I.T 3.E. PnCK-ILTCH310U ragynr Place
Carina, Ca. 93933
30 July 1900
From IT Steven E. FRCEHLICH 571-80-3633. USCC
To 1
Subjt Coast Cuard Sponsor Program Survey
1. I am presently a student at the Naval Postgraduate School,
.Monterey, California, in the Human Resources f'anagement
curriculum. Vy graduate thesis is in the area of career
transitions in the military, specifically looking at and
evaluating the Coast Cuard Sponsor Program. The enclosed
questionnaires will provide data for my thesis research. T am
writing to ask for your cooperation and assistance with the
completion of these questionnaires. I feel that each member of
the Coast Cuard who has ever boon moved FCS is a source of
information, attitudes, and suggestions which can Le used to
improve the Coast Cuard Sponsor Program.
2. Enclosed you will find k separate questionnaires. "ach
questionnaire should take no longer than 10 minutes to complete.
The first questionnaire is for Commanding Officers/Cfficers-In-
Charge only. The last 3 questionnaires are for other unit
personnel, both officer and enlisted. In addition to providing
background and historical data on the Sponsor Program, uie
questionnaires gather information on the reactions of personnel
to the Sponsor Program as they have experienced it.
J. I would appreciate your assistance in the selection of the
other 3 unit personnel who will complete the questionnaire.
Please select a sample made up of both officers and enlisted
personnel, if both are assigned to your unit, which roughly
corresponds with the make up of your unit as a whole.. For
example, if you have more enlisted men than officers, pick tv/o
enlisted and one officer. If you have more officers than enlisted,
pick tv/o officers and one enlisted. If your unit is composed
of either all officers or all enlisted men, the questionnaire
will be given to only those personnel.
k. These questionnaires are all anonymovs - names are
neither required nor requested. All responses will remain
confident] al
,
and at no time will the names of the units/commands
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Subji Coast Guard sponsor Program Survey
surveyed be indicated. Tiach questionnaire has its own
instructions, as well as a stairped return envelope. Upon
completion of the survey, simply put the questionnaire in
the return envelope and drop it in the mail.
5. I appreciate your assistance and cooperation in this
matter. If at all possible, I would appreciate having the
questionnaires completed and mailed back v/ithin 10 days.




POR COMMANDING OFFICER/OFFICER -IN-CHARCE
INTRODUCTION
This questionnaire is part of a study that is being
done concerning the Coast Guard Sponsor Program. Your
responses to this survey will be combined with similar
information from other Coast Guard personnel and used for
statistical analysis.
Your participation in this survey is voluntary. You are
encouraged to provide complete and honest information, but
you are not required to answer any question(s) you consider
objectionable.
This survey is anonymous. Please do not write your
name on either your questionnaire or the return envelope.
All responses will be completely confidential and will in
no way be used to evaluate you or your unit.
INSTRUCTIONS FOR COMPLETING THE QUESTIONNAIRE
1. If a number of possible answers are given for a
question, please circle the number in front of your answer.





2. If the question asks you to provide some information,
please write it in on the line following the question.
Examplet How old were you on your last birthday? o) lg years
Examples When did you report aboard your present
unit? FTB V913
month year
3. A return envelope is provided with the questionnaire.
Upon completion of the survey, simply place the completed
questionnaire in the return envelope and put it in the mail.




1* la your unit an afloat or a snore command?
1. Afloat 2. Shore
2. Where is your unit located/honeported?
1. Continental U. 3.
2. Other U. 2. State/Possession
3. Foreign Country
3» What is your present pay grade
1. E-6 or bolOH 6. 0-3
2. E-7/2-3/E-9 7. 9-*
3. K-VW-2/W-3/W-4 8. 3-5
&. O-l 9. o-£
5. 0-2
U, On what date did you assure the duties of Scrranding
Officer/Cff Lcer-In-Charge?
day ror.tr. year
5. Did you know about the Cca3t Guard Sponsor Program
before it fcecam.e mandatory en 1 Varch I960 to assign,
aponscrs to all incoming personnel?
1. Yea 2. No
6. Did your present unit have a Sponsor Program in w.-.ich
the assignment cf sponsors was mandatory fcr all incoming
personnel c-jfere tne Coast S-ard ra.de it mandatory ir
ALDIST 069/30 of 3 ."aron 1530?
1. Yea 2. No
7» Do you feel that the Socr.scr Program as outlined in the
Coast Suard Personnel Manual and AlSISl 0£9/oS is a
worthwhile prcgram?
1. Yes 2. do
81 Do you feel that it should he mandatory to assign sponsors
to all personnel on PCS moves?
1. Yes 2. Ho
9. What recommendations can. you give for improving the







This questionnaire is part of a study that is being •
done concerning the Coast Guard Sponsor Program. You are
being asked to respond to a series of questions about
personal experiences with the Sponsor Program. Your responses
to this survey will be combined with similar information
from other Coast Guard personnel and used for statistical
analysis.
Your participation in this survey is voluntary. You are
encouraged to provide complete and honest information, but
you are not required to answer any question(s) you consider
objectionable.
This survey is anonymous. Please do not write your
name on either your questionnaire or the return envelope.
All responses will be completely confidential and will in
no way be used to evaluate you or any other person.
INSTRUCTIONS FOR COMPLETING THE QUESTIONNAIRE
1. If a number of possible answers are given for a
question, please circle the number in front of the answer
that best fits you or your experiences.






2. If the question asks you to provide some information,
please write it in on the line following the question.
Examples To the nearest year and month, how long have
you been in the Coast Guard? 1 3t years S* months
Example i When did you report aboard your present
unit? F£fe \9ml9
month year
3. A return envelope is provided with the questionnaire.
Upon completion of the survey, simply place the completed
questionnaire in the return envelope and put it in the mail.




SECTION A MILITARY BACKGROUND INFORMATION
1. What is your present pay grade?









7. E-9 16. 0-5
8. W-l 17. 0-6
9. W-2
2. Are you currently assigned to a ship?
1. Yes
2. No
3. Where is your unit located/homeported?
t
1. Continental U. S.
2. Other U. S. State/Possession
3« Foreign Country
4. To the nearest year and month, how long have you been
In the Coast Guard? years months
5« In your Coast Guard career, have you graduated fromi
1* Recruit training and OCS
2. Recruit training only
2. OCS only
. Coast Guard Academy
5« None of these
6. When did you report aboard your present unit?
month year






















10. How many permanent change of duty station (PCS) moves




5. 5 or more
SECTION B SPONSOR PROGRAM INFORMATION
11. During your Coast Guard career how many times have





5« 5 or more
12. After receiving orders to your present duty station/unit
was a sponsor assigned to you?
1. Yes
2. No
Please answer questions 13 through 2h for the most recent
PCS move you made in which a sponsor was assigned to you from
your new unit. In other words, if a sponsor was assigned to
you for your move to your present unit, answer the questions
for that move. If a sponsor was not assigned to you for
your move to your present unit, remember back to the last
move In which a sponsor was assigned to you. If you have
never had a sponsor assigned for a PCS move skip to question 25.
13. A. Were you in touch with your sponsor before you
departed from your previous unit?
1. Yes
2. No
B. If yes, how?
1. By letter
2. By phone call
3. In person







lk. Which of the following was true about your sponsor's
pay grade?
1. It was the same as yours.
2* It was senior to yours.
3» It was junior to yours.








B. If yes, to what extent did your sponsor's services
help you during the move?
1. Not At All
2. Very Little
3. Some
4. A Great Extent
5. A Very Great Extent
17 • How much Information concerning your new duty station/unit
(e.g., working hours, uniform requirements, directions




. A Great Deal
5, A Very Great Deal
18. How much information concerning your new job assignment







4. A Great Deal
5. A Very Great Deal
19 t How much information concerning your new geographical
area/location (e.g., neighborhoods, housing, schools,










20. Did your sponsor meet you when you arrived in the area?
1. Yes
2. No
21. Did your sponsor show you around the local area?
1. Yes
2. No





23 • What was your marital status during your PCS move to
that duty station?





2^. To what extent do you feel the Sponsor Program as




• A Great Extent
5. A Very Great Extent
25. Do you feel that it should be mandatory to assign a




26. A. Have you ever been a sponsor for another person?
1. Yes
2. No






27* What recommendations can you give for improving the
Coast Guard Sponsor Program?
SECTION C GENERAL BACKGROUND INFORMATION
28* What is your present marital status?






29. How many dependents do you have? (Do not include
yourself or your spouse.)
30. Are you male or female?
1 . Male
2. Female
31. How old were you on your last birthday? years
32. What do you consider to be your main racial or ethnic
group?
1. Afro-American/Black/Negro












ro: Conander, Seventeenth Coast Guard District (p)
BubJ: Coast Guard 8ponaor Progrem Siony
1. LT Steven PROELICH la eurr^nUy assigned to the Administrative 3c loses (Personnel)
curriculum at the U. 6. Haval Postgraduate School In Monterey, CX, and as a part
of his thesis research vill soon he distributing a surrey to tsxIous Coast Guard
units In each District. The surrey will serve to gather opinions of unit eomnand~
ins officers snd other personnel concerning tha implementation of the Sponsor Program
throughout the Coast Guard.
2. It la LT FROELICH'a goal to determine what can be done to provide smoother
transitions for Coast Guard personnel waking permanent ehangea of station. Ee
hypothesizes that improvements in this area are of vital importance in helping to
Increase Job satisfaction and might thereby positively relate to increased re-
tention. Although his research la of an unofficial nature, I fully expect that
his resultant thesis will be reviewed by Headquarters for the possible adoption of
his recommendations. This underscores the Importance of his being able to gather
the appropriate data.
3. X aa fully supportive of his efforts and aak that you encourage any of your
units receiving the survey to complete and return it as rapidly and accurately aa
possible. It is expected that LT FROELICH vill me.il his surveys betveen 15-30
July 1980.
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